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Vl l  
Abstract 
H uman capital de elopment is one of  the most important enablers for any organ isation 
to achieving a u tainab1c compet i t ive ad antage. Thus organisation arc interested in 
adopting various in i t iat ives and mechan isms to support the development of human 
capital ,  uch a tran fonnat ional leader hip style, knowledge management pract ices and 
bui ld ing organ i ationa! cul ture. Thi study intends to examine the mediating effect of 
knowledge management and organisational cul ture on the relationships betwcen 
transfonnational l eadersh ip  and human capital development in the Abu Dhabi emirate. 
Thi study used a structured questiOlUlaire to col lect data from a large sample of 
employee drawn from go emment and semi -government enti t ies in the Abu Dhabi 
Emirate. The que t ionnaire consists of two parts. The inquirie of  the first part based on 
Bass and Avol io ' s  ( 1 995) MLQ Fonn 5x-Short to measure and ident i fy the leadersh ip 
factor incorporated i n  their model .  The inquir ie of  the second part investigated the 
various aspect of  knowledge management and organ isational cul ture, which might 
ha e ignificant effect on human capital development in an organisation. The human 
capi ta l  development as perceived by respondents is a lso measured using a separate 
scale .  The quanti tative analysis of the questionnaire data was conducted to examine the 
factor structure of the variables measured, whereas the structural equation model ( SEM) 
est imation tested the hypotheses of the study. The generated results of this study 
revealed that transfonnational leadersh ip as perceived by respondents has posi tive 
effects on the human capital developmcnt of subordinates. The findings also indicated 
knowledge management and organisational culture partia l ly  mediated the relationship 
betwecn transfonnational leadership and the human capital development. The 
impl ications of the study fi nding on theory, pract ices, and pol icymaking are providing 
a roadmap to organi sat ions to put much concern on developing leadership and boosting 
human capital development in the UAE and s imi lar contexts. 
Ke words:  Government organisations, transformational leadership, human capital 
development, knowledge management, organisational culture, Abu Dhabi Emirate, 
UAE.  
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Chapter 1: Introduction 
1.1 Overview 
In the past, human capital development was as U1ned to be the responsib i l i ty of 
indi  idual workers and therefore wa not con idered a key aspect of the organ isation . 
Today, the con ept ha been changed and there is  wide research suppoli the needs of 
human capital de elopment considered one of  the mo t cri t ical concerns in  any 
organi at ion. d inguri ,  Prieto ( 20 1 2) report that human capital development considered 
a an important factor in an organi sation perfonnance. Many researchers tudied the 
role  of  leadership style and i ts impact on organi at ional overa l l  perfornlance but there 
i a lack of academic  re earch on its impact on human capital development and 
e pecial l y  in govemment organisations. Therefore, the purpose of this study is to 
examine the mediat ing impact of knowledge avai lab i l i ty and organisational cul turc on 
the relat ionship between transfonnational l eadership and human capital development. 
This study w i l l  focus on the impact of  transfonnational leadersh ip a a key factor in 
detenn in ing the level of  human capital  development in  the organi at ion. 
The diversification o f  the Abu Dhabi Emirate' economy and the transit ion to a 
knowledge-based economy requires intensive investment in  human capital development 
to meet the needs of organi sations for a susta inable organisational perfonnance and 
compet i t iveness of the local economy. Leadership research has taken d i fferent 
perspectives; leader traits,  behaviours  and the influence of si tuational characteristics on 
leader effect iveness ( Jong and Haliog 2007) .  However, I wi l l  fOCLlS in  tbis study on 
transfonnational leadership behaviour a one of the most promising and wel l ­
establ i shed per peetives o n  leadership recent ly.  I n  2009, the Abu Dhabi government 
2 
pub l i  hed the bu Dhabi economic vi  ion 2030 which proposed the transfonnation of 
the Emirate ' economy [rom rel iance on the o i l  sector as the main source of economic 
growth to a knowledge-based economy ( Abu Dhab i ,  2030) .  
The Abu Dhabi Economic Vi  ion 2030 was designed to provide a comprehensi e plan 
for the di er i fication of the Abu Dhabi Emirate ' economy and represents a roadmap 
for the future development of the Emirate' s  economy ( Abu Dhabi ,  2030).  The plan also 
a im to create s ign i  f lcant opportun i ties for the UAE Nationals providing employment 
oppOltun i t ies. On the other hand, the government also considers the investment in  
human capital a the most important investment. Leadership has a signi ficant impact on 
employees' perfonnance. 
Ba and Ste id lme ier ( 1 999) argue that transfonnational leadership  styl e  provides 
fol lowers with chal l enges and meaning for engaging in organisation 's  shared goals and 
undertakings to en ure their fol l owers suppoli and engage in trans lat ing the vis ion into 
tangib le  perfornlance outcomes. Transfonnational leaders are a lso expected to create 
organisational sy tern and processes that enhance employees ' competence. It is argued, 
therefore, that investment in fonnal human resources development and work-based 
learning strategies should be considered as essential  - i f  not more - as the investment in  
physical capi ta l  ( Garavan, Morley 200 1 ) . Therefore, there is a l ack of empirical studies 
on trans[onnational leadership impact, part icularly in the UAE context. 
1.2 Stateme n t  of  t h e  P roblem 
M ost of  the previous research examined the impact of  leader hip on organization 
perfonnance however, there is a lack of research on the role  of transfornlational 
leadersh ip in human capi tal  development . Nowadays human capital development is  one 
of  the most impOliant p i l lars for organizations to achieve a sustainable competi t ive 
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advantage. Organization are therefore intere ted in developing transfonnational 
leader who ean ut i l ize knowledge avai lab i l i ty and organ izational cul ture to develop 
human capi ta l .  
There are many tudie pro ides a sol id  foundation for intensive explorat ion of the 
theme, however, thi  study, the aim i s  to evaluate the relat ionship from the perspective 
of  employees, or in  other words, to analy e these relationships on the bases of  the 
perceptions of  employees. In order to achieve the intended relationship,  the employees' 
pereeption towards the leadersh ip style employed i explored, in  the context of 
tran fonnational l eadership and how this percept ion posit ively impacts human capital 
benefits .  
Trans fonnational lcaders create an a l ignment between the organizational and fol lowers ' 
goals .  According to Cooley and Cooley ( 1 979) ,  transfonnational leadership create an 
cnviromnent where " leaders and fol lowers enable each other to advance to a h igher l evel 
of  moral i ty  and motivation." In most of  the previous tudies, the emphasis is on the 
leaders' perspective whi le  the role of the fol lowers is  s imply considered only impl ic i tly, 
however, the i mpOliance of  fol lowers' perspect ive cannot be overlooked . 
I n  s imple words, no matter how carefu l ly  you design or how proficiently you execute 
any human capital development plan, if the fol lowers do not perceive it to be mutual ly  
product ive even i f  they do not  perceive i ts importance for their work, let a lone 
for themselves the es enee of such human capital development plan w i l l  be 
unachievable .  
Another i mportant aspect of the use of  employees' perception and perspect ive, to 
assess the leadership and i t  effect iveness is  that employees' perspective of leadership  
4 
more u i table to mea ure the a pects d irect ly  related to transformat ional leadership 
rather than hard or organizational measures, as de cribed by Lowe, ( 1 996) .  
This tudy a im to not  only add to the ex ist ing knowledge on leadersh ip but  also to 
analy e it impact on the fol lowers' perception of human capital devciopment programs, 
in  the conte t of  thc United Arab Emirates ( UAE) .  In fact, I wi l l  focus on the 
government sector of  Abu Dhabi ,  to be precise. The human capital development of the 
Abu Dhabi Govemment i counted as an organic part of it success, which col l ectively 
dri es its arious in i t iatives and objectives. 
Tran f0D11ational leadership has a profound impact on the knowledge avai labi l i ty 
pract ice in  the organization, as many studies have confim1ed. In turn, th is  impact of 
transfonnational l eadersh ip  on knowledge avai labi l i ty is  also translated into the human 
capi ta l  development through the influcncc of knowledge avai lab i l i ty on thc human 
capital development. Having aid that, there is  a lack of studies expl ic i t ly discussing 
th i  mediat ion of  knowledge ava i lab i l i ty on the  re lationship between transfonnational 
leadership  and human capi tal development, espec ia l ly  in  the context of  the UAE. 
As emphas ised by Davenport and Prusak , ( 1 998) ,  among many other studies, the 
proces i nvolved in knowledge management, must be integrated with transfonnational 
leadership .  The addit ional factor of  organizational cul ture also incorporated into this 
rel at ionship and their importance 1 11 the success and effectiveness of 
transfonnational leadership i s  d iscussed . Davenport ( 1 998)  have ident ified that 
knowledge-friendly  culture and introduction of knowledge h"ansfer channels are the two 
most important factors of knowledge management success. The idea is advanced by 
L indsey ( 2002) ,  where she has emphasized on the dependence of effectiveness or 
success of knowledge management on the knowledge infrastructure capabi l ity of an 
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organ ization, which includes both the support ive organ izational culture channel of 
knowledge transfer. 
There i a theoret ical  ba i for the mediation of knowledge a a i labi l i ty and 
organ izat ional culture on the re lationship  between transfol111ational leadership and 
human capital development . H uman capital development is  an essential element in the 
Abu Dhabi go ernment's succes , which drives the objectives and in i t iat ives of the 
Emirate. Even though there is  an agreement on the important role of leadership in  
generat ing human capital development, a few exist ing research studies emphasise on the 
relat ionship between leadersh ip  behaviour and human capital development and how this 
i mpact operate actual ly .  
1.3 Resea rc h Object ives 
Thi tudy aims to contribute to the l imited ex ist ing knowledge base on 
tran fonnational leadership ' s  impact on human capital development. I t  w i l l  a lso 
h ighl ight the potential  of transfonllational leadership  style and it is an important role in 
the success of  Human Capital Development ( HCD) in  the Abu Dhabi Government 
ector. Many studies have in fact h igh l ighted that the dominant style of leadership  that 
prevai ls  in  the UAE, in  general, is transactional leadersh ip.  Such studies inelude Al-Al i  
( 2008) among many others. So, th is study can also potent ia l ly  serve as a guide to the 
much-needed sh ift from transact ional leadership style to transfonnational leadership, to 
retain successful human capital resources in the government sector of the UAE.  These 
human capital re ources are the key i ngredient for organizational development and the 
ustai nable growth of the economy. 
As mentioned above, this study aims to detenn ine the impacts of transfol111ational 
l eadership on human capital development, wh i le  incorporating the mediatory role of 
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knowledge avai lab i l i ty and organ izational cul ture in the context of the UAE. Findings 
of thi tudy, added to the e i t ing body of transfonnational leadership and human 
capital  development I i terature, but also to serve as a potential guide to a much-needed 
change from tran act ional leadership style to transfonnational leadership in the Abu 
Dhabi go emment sector. 
Many stud ies h ighl ighted the tran fonnat ional leadership  style 's  impact on the 
employees'  development. As Bass ( 1 990) ha  argued that a transformational leader can 
enable  h i  or her fol lowers to look beyond their personal interests to achieve an overal l  
benefit for the team, by i nspiring and motivating them and b y  rais ing their interests. 
Thi tudy w i l l  examine the transfonnational leadersh ip style on human capital 
de clopment from employees'  prospective. 
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Chapter 2: Literature Review 
2.1 A n  Overview 
In  thi  chapter, the re earcher provide a crit ical review of the exist ing knowledge and 
ident i fie  the knowledge gap, which thi study aims to bridge in the field of human 
capital de elopment with special  emphasis on the pattem of the potent ial  effect of the 
tran fonnational leadership, knowledge avai labi l i ty, and organizational cu lture .  The 
re eareher sha l l  pre ent this re iew in  a systematic  way outl in ing the major sections as 
fol low : The context of study; the concept of human capital development; leader h ip 
theory; the ful l  range model of leadership; the transfonnational leadership  model; role 
of  tran fom1ational l eader hip in human capital development; knowledge avai labi l i ty; 
organizational cul ture; final l y, measurements of the human capital development 
opportun i t ics. 
2.2 The U A E  Economic Condit ions  
The UAE i s  a federat ion of  seven emirates ( states) :  Abu Dhab i ,  the capital of the 
federat ion as wel l  as the largest emirate of a l l .  Dubai also considered as the most 
famou emi rate of a l l  because of its diverse range of attractions and being able  to 
develop into a mul t inational ci ty and the most important trade hub in the region. Sharjah,  
another financia l  and trade p i l lar of the federation and the rest of emirates include Ras 
Al Khaimah Ajman, Fuj ai rah and Umm AI Qaiwain .  
Economic  and strategic development of the country over the past couple o f  decades 
is exceptional and is backed h istorical ly  main ly by the natural resources of the country 
combined with the envis ioned transformation from a regional a l l iance of seven emirates 
to a country that is strategical ly integrated with the intemat ional community, mutual ly  
a wel l  a being an internat iona l ly  upport ive and diverse economy. Recent 
unprecedented economic growth in the UAE i the re ult of huge investment in the 
country ' s  er-e olv ing i n frastructure, espec ia l ly  over the last couple of decades and 
has cnabled i t  to evol e into one or the most developed economies in the region. 
A indicated by Bealer and Bhanugopan ( 20 1 3 ) , UAE ha experienced unprecedented 
growth and has undergone a profound transformation over the past 1 5  years. Connel l ,  
Burge s ( 2008) ugge ted that dramatic economic and social  development achieved 
in the U A E  enabled the country to play a signi ficant role within the global community 
of  nations. According to Sheikh (20 1 3 ) ,  the UAE i s  one of  the most economical ly 
advanced M iddle Eastern states over the last two decades. I t  has effectively uti l i zed its 
oil production revenue to bu i ld  a modem infrastructure. As repOlied by Al -Khateeb 
( 2007) ,  in contrast to many other countries in the region, the UAE has taken many 
effecti e in i t iat ives to bring d iversi fication to i ts h istorical ly  o i l -based economy and has 
been able to develop many other ources of  national income. These sources include (but 
is not l i mi ted to) foreign trade, tourism and financial serv ices. 
Randeree ( 2009) asserted that a knowledge-based economy necessari ly involves 
sustained growth. With the capaci ty to accommodate any type of investment, the next 
big step is  to develop its self-sufficient human capital, to not only achieve growth but 
also sustain  it over the long-ternl . UAE labour consists of a large pool of  expatriate 
resources employed in the country .  This large presence of expatriates in the region 
creates many cri t ica l  problems regarding expansion, development, and appreciation of  
Emirati human capital to causing not  on ly  an imbalance in  the labour market between 
UAE nationals and expatriates, part icularly in the private sector, as investigated by 
many scholarly studies, such as of Randeree ( 2009) .  However, drains of the national 
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economy in  term of huge remittances and many tran fers of expatriates to their home 
countrie . 
I -Al i  ( 200 ), indicated that because of an open economic pol icy and h i  torical l y  
l a issez- faire employment pract ices of  U A E ,  many MNCs and has been attracted t o  the 
region. It resulted in  a huge concentration of expatriate , reaching 9 1  % of the total 
l abour force in  the private ector of the country. The UAE leadership has recognized 
that in the long-run, a growing national work force should be able to drivc the growth 
of the economy. The UAE vision aim to divers ify UAE cconomy through capital 
investments in al l the ectors that not only ensures a sustainably  growing economy but 
also create a d i  er e range of  job opPOltunit ies. As part of the vision, the government 
ha  establ i shed several programs to empower the local workforce to take over impOltant 
posi t ions 111 the country 's  labour market .  The workforce local ization 
pol icy ( E m i rat isat ion ) has been pursued by the UAE government over the past two 
decades to reduce rel iance on foreign workers in the labour market . 
With  the rapid growth in  a l l  sectors of  the economy and the need to increase rel i ance on 
local workers, along came the real ization of  the s ign i ficance of human capital  
development, especia l l y  for UAE nationals (A I -Waqfi & Forsten lechner, 20 1 4) .  To 
ach ieve a sustainable growth and development that should ensure a successfu l  future 
for the local and in ternational businesses operati ng in  the country and for the entire 
economy i n  general ,  the UAE has developed a c lear goal of maximizing Emiratisation, 
whieh would be dependent on effect ive human capital development. The UAE 
government has taken many in i t iat ives towards the achievement of this goal .  
As part of  this Emirat i sation program, one of the most successfu l in i t iatives is  
Emirat i sation of  the pub l i c  sector (AI -Al i ,  2008) .  St i l l ,  the task i s  not  very s imple .  As 
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ident ified by Toledo ( 20 1 3 ) one of the bigge t cha l lenges faced by UAE i developing 
i t ,  own (national ) human capita l .  Appreciation of human capital ,  a s  the mo t important 
a et of an organization, ha been repeatedly  emphasized by many tudies. For example 
Gara an,  Morley ( 200 l )  in their critical l i terature review, ident ify human competencies 
as one o f the key re ources ava i lable to an organ ization. 
2.3 The C o ncept of  H uma n C a p i ta l  Developme n t  
2 .3 . 1  Backgro u nd 
A lthough an organ ization cannot own human capita l ,  it is by far the most important asset 
an organization ean have, even it cannot be owned as a typical asset. Maksymcnko 
and Rabbani (20 1 1 )  argue that economic theory has establ ished that human capital is 
one of  the most ign i ficant ources of economic growth.  Human capital play a 
s ign i ficant role not onl y  for the achievement but al 0 sustainment of  an organizational 
eompet i t i  e advantage. The human capital avai lable to any organization is expected to 
have important impl ications on its perfonnance (Takeuchi ,  Lepak Wang, & Takeuchi ,  
2007) .  A recent meta-anal yt ic study has found strong quantitative evidence on the 
posit ive i mpact of  human capital on organizational performance ( Crook, Todd, Combs, 
Woehr, & Ketchen, 20 1 1 ) . The study concludes that firms need to acquire and n lilturc 
the best human capital avai lable and to cont inuously invest in developing and reta in ing 
the e unique human capital resources. 
Like many other areas in  the field of  business management, the concept of human 
capita l  and i ts definit ion have evolved over the course of t ime and i t  has become a lot 
more inc lusive in  nature when compared to the in i t ia l  concepts of individual ism. One 
Snel l presents such definit ion and Dean ( 1 992) ,  as they defined human capital  of a fiml 
as the knowl edge and ski l l s  of its professionals that can be used to produce professional 
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el ICC . Snel l and Dean ( 1 992)  Argue that k i l l  and knowledge represent capital 
becau e they enhance producti ity. Many re earchers have emphasized the importance 
of human capital . Another uch defini t ion includes Lee, Witteloo tuijn  ( 1 99 ), where 
the had defined human capital as the fol lowing: the concept of human capital is  that 
people  po s k i l l s, e perience, and knowledge that have economic value to firms. 
B lunde l l ,  Dearden ( 1 999) extended the idea by categorizing i t  into its sub 
components and have repol1ed that there are three main components of ' human capital ' 
early abi l i ty ( whether acquired or inn ate) ;  qual i fications and knowledge acquired 
through fonna l  education ; and ski l l , competenc ies and experti e acquired through 
training on the job.  B lundel l and Dearden ( 1 999 ) have also argued that employer­
provided train ing has the largest impact on earnings and is also the most long- last ing. 
Lepak and Snel l  (1 999),  have also contributed to the theme ind icating that fimls may 
internal ize employment and bui ld  the employee sk i l l  base through training 
and development in i t iat ives. Many organizat ions are keen on investing in  employees' 
learning and training in order to enhance their organizational perfoTInance and 
product iv i ty .  
B l unde l l ,  Dearden ( 1 999) at  the same t ime have argued that employers ful ly  or part ia l ly  
fund the train ing of workers in  the hope of gain i ng a return on th is  investment in  tenns 
of being a more productive, more compet i t ive and consequently more profitable finn in  
the  future. Career development is  considered as  the  main  concern for the  employee . 
Lepak and Snel l  ( 1 999),  a lso reported that to compl iment training, organizations might 
sponsor career development and mentoring programs to encourage employees to bui ld 
id iosyncratic  knowledge that i s  more valuable to the fi lm than to competitors. Such 
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employee development may l ead to a human capital de clopment on one end and 
u tainable compet i t ive ad antage, on the other hand. 
The concept i ad anced further by Bontis ( 200 1 ), as he defined human capital in tenns 
of the hared knowledge, ski l l ,  innovativcness, and abi l i ty of the organization ' 
i ndiv idual employees to achieve the task however, i t  a lso includes the organizat ion 's  
a lue , cu l ture, and ph i losophy. So per this definit ion, another d imension is  
incorporated in the theme, as an organ izational theme has a profound impact on thc 
development of thi human capita l .  Based on this theme Garavan and Morley ( 200 1 ), 
have a erted that human capital development serves the dual purpose of  both bui lding 
and mainta in ing resources for the future. Investment in human capital leads to 
enhancing the ski l l s  and knowledge of workers and in him, helps the organization 
to retain i ts val ued employee . 
Organizations that invest i n  human capital achieve better perfonnance than an 
organ ization that do not. Yet an a ltemate aspect h igh l ighted in  many studies including 
Garavan and Morley ( 200 1 ), tressed that human capi tal development is a necessary, 
but not a sufficient input to ensure that organizational individuals have the potential to 
create knowledge and inn ovation. To address the causes of the issue McGregor, Tweed 
( 2004) ,  have h ighl ighted the lack of attent ion paid to human capital and i ts role in the 
compet i t ive advantage of  business in  discussions about the knowledge economy. 
Moreover, they have recommended that organ izations should apply  human capital 
development as one of  its main strategies to enhance the organization 's  sustainable 
compet i t ive advantage. They have also emphasized and conceptual ized human capital 
enhancement practices such as tra in ing, teamwork and employee paliic ipation for 
individual to enhance employee i nvolvement and commitment to the organization. 
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Bukowitz ( 2004), ha argued that employee at isfact ion,  employee turno er, and 
in estment in tra in ing prov ide a picture of how wel l the organization is managing its 
human capital . The e measurements and some others can be regarded a a way of 
analy ing and interpreting data that already exists for example if a measure of  
organizat ional capabi l i ty is  a desirable  outcome then perfonnance management data, 
tra in ing data or k i l l  data may b e  used t o  achieve this ( Baron & AL111strong, 2007) .  
They have reviewed everal type of human capital measurement that developed and 
u cd by a ariety of  organ izations. They have argued that one of the reasons for human 
capital  measurement being d i fficult  is  becau e human capital i not owned by the 
organization but ecured through the employment relationship. Researcher have 
identi fied several human capital  measurements to evaluate the human 
capi ta l  development. Some of the e measurements are organization oriented whi le the 
others are people oriented : human capital return on investment, training return on 
investment, cost of absence, cost of leavers, employee engagement, annual pay audi ts, 
employee share, d ivers ity, and inclusion, added value, employee turnover, reward, 
succession plan,  perfonnance and productivity are some of those measures. 
Bassi and McMurrer ( 2008 ) have reported that measuring the impact of human capital 
and i nvestments made in i t  has been an ongoing chal lenge for the field of human 
resource development. Brown and Bradley ( 2009) have furthered the i sue by 
h igh l ight ing that human capital valiable, such as work experience, and level and quality 
of  train ing and educat ion, have also been shown to influence career success. The 
concept IS further advanced by Birasnav ( 2 0 1 0), who have highl ighted 
another d imension of the issue and revealed that whi le managing the turbulent economic 
environment, organ izations real ize the importance of developing transfoL111ational 
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leader ince the e leader immen c ly contribute to human capital creation proces for 
managing and implementing changes and con equent ly, improve organizational 
perfonnance. They ha e therefore high l ighted the role of transfonnat ional leadership in 
human capital development. 
A per statement of  Maksymcnko and Rabbani (20 1 1 ), i t  has been cstab l ishcd in 
economic  theory that human capital i one of the most sign i ficant sources of economic 
growth. Ndinguri and Prieto ( 20 1 2) ,  have reported that maintaining and developing 
human capital i s  crucia l  for organizations to stay in a leading posi t ion. Human capital 
play a major role in  an organization ' s  Sll tainable compet i t ive advantage. The 
enhancement of  the human capital development is  made possible by learn ing from 
others i ns ide the organization or outside of i t .  Many studies including Ndinguri and 
Prieto ( 20 1 2) have argued that human capital leaming always happen (a l l  the t ime) and 
is i nfluenced by the environment and interact ion with others. 
Organizations may take d i fferent techn iques to promote human capital development 
with in the organi zation. As per L iu, van laarsveld ( 20 1 4) ,  research in  strategic human 
resource management has focused extensively on examining the relat ionship between 
investments in human resource systems and their impact on organizational perfomlance. 
Organizations should i nvest in  human capital development to ensure that they retain  
good people.  Strategic human capital research has  emphasized the  importance of l1Uman 
capital as a resource for sustained competi t ive advantage, but finn investments in this 
intangib le  asset vary considerabl y  ( Liu, 2 0 1 4) .  
H uman capital has recent ly  attracted growing attention from both strategy and human 
resource scholars as h igh l ighted by ( Liu ,  20 1 4) .  Moreover, there are many issues 
related to human capital development pract ices and approaches implementation. As 
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de eribed by ( Brymer, 20 1 4 ) human capital i subject to moral hazard because 
indi idual control the amount of  effort and commitment they app ly  toward the finn's  
objecti  e . 
2.3.2 Leader h i p  Theory 
Leadership ha been re earched both h istorical ly and in thi modem age. Whether i t  i 
the oluntary fol lower h ip  of  prophets in  a l l  the rel igion of  the world or the 
exceptiona l ly  h ighest Ie  els ofperfonnance of  Apple under the patronage of  Steve Jobs, 
during except ional l y  worst financial and economic condit ions global ly, a l l  these 
e ceptional ach ievements can be attributed to the leadership of  very few people .  
Most of  the research on l eadership theory has been undertaken the bel ief of the 
relat ion h ip  between l eadership and organization perfonnance. As ident ified in  many 
studies inc luding Bealer and Bhanugopan (20 1 3 ), a UAE-based cross-cul tural ,  
comparative study of leadership styles, which defmes leadersh ip style in tenus of  
approach to achieve des i red results,  by directing strategies and motivating people .  Oke 
( 2009) ,  in an exploratory crit ical review of leadersh ip l i terature and practices in relation 
to innovation, identi fied leadership as a social  phenomenon . Moreover, they have also 
asserted that i t  i s  bound to groups, in  tenns of l eader' s  i nfluence on fol l owers' behaviour 
that result  i n  ach ievement of  desired organizational goals .  S imi lar ideas are also 
ident ified in many other studies .  
Bealer and Bhanugopan ( 20 1 3) have described leadership as  the abi l i ty of leaders or 
managers not only to in fluence but also motivate and enable their fol lowers to 
ynchronize their efforts with the organization 's  goals .  Because leadership involves 
personal i nfluence over others which might not necessari l y  be entire ly dependent on the 
pos i tion of authority. Another important aspect explored by Zhu ( 2005 ) ,  in an intensive 
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quant i tati  c tudy i that in  thc modern work envi ronment with it global competi tion, 
there i a n ed for a morc ad anced l eadersh ip style that goes beyond the basic 
tran aet ional style , ranging from contingent reinforcement to management-by­
exception to more inte l lectual l y  st imulat ing, inspirational and charismatic style , as al 0 
upported by Bas ( 1 985 ) ,  among many other studies. 
2 .3.3 Fu l l  Range Model of Leadersh ip  
Bas and Avol io's ( 1 99 5 )  Fu l l  Range Leadership ( FRL)  model incorporates nme 
leadership factor including ideal i zed influence (attributed), ideal ized in fluence 
( behaviour), i nspirational motivation, intel lectual st imulation, individual ized 
con iderat ion, cont ingent reward, management-by-except ion active, management-by­
exception pa s ive, and la issez-faire. Conceptual ly, these factors describe three broader 
leader h ip  typologies: transfonnational leadersh ip, which incorporates ideal ized 
i n fluence (attributed) idea l ized infl uence ( behaviour) inspirat ional motivation, 
i ntel lectual st imulation, and individual ized con ideration ; transactional leadership  
i ncorporates contingent reward, management-by-exception active and management-by­
exception pass ive; and final ly the la issez-faire leadership  dimension. 
Bass ( 1 990) asserted that managers who behave l ike transfonnational leaders are more 
l ikely to be seen by their col leagues and employees as sat isfying and effect ive leaders 
than are those who behave l i ke transactional leaders . He also reported that 
tran formational leaders may be charismat ic to their fol lowers and thus in pire them ' 
they may meet the emotional needs of  eaeh employee, and/or they may intel lectual ly  
st imul ate employees. Th i s  study wi l l  not  consider the transact ional leadership  behav iour 
as i t  i s  bel ieved that i t  does not give much consideration to individual employee's  human 
( Bi rasnav & Rangnekar, 20 1 1 )  . 
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2 .3.4 Tran format iona l  Leader h ip  M odel 
Many tudie have tr ied to define tran fonnational leader hip.  A imp Ie way to 
define tran [ormational leadership as a leader being a role model to inspire the fol lower 
to do their be t to enhance their motivation. Bycio and Hackett ( 1 99 5 )  ha e described 
th i  in  their comparati e study of  tran actional and transformational leadership  styles to 
e tending the work of Bass ( 1 985 ) .  In addi tion to their charisma such leaders arc 
bel ie  ed to have a con e ience and have selfless mot ives, ba ed on their in p iration to 
excel i n  their work, a d iscus ed by ( Bealer & Bhanugopan 20 1 3 ). 
2 .3.5 Transformat iona l  Leadersh ip  D imensions 
cholarly cff0l1s a l  0 were made to describe d i fferent d imensions of transformational 
l eader h ip .  Bass ( 1 98 5 )  took on the early in i tiat ive in  this area. Oke ( 2009) also 
extended this concept by identi fying four dimensions of transfonnational l eadership, 
namely :  ideal ized i nfluence, inspirational motivation, intel lectua l  stimu lation, and 
i ndiv idual ized consideration. So transfonnational leadership  can also be defined as a 
l eadersh ip  style which involves a combination of charisma, individual considerat ion, 
intel lectual st imulation, and i nspirational motivation, as defined by Schepers et a l .  
( 2005 ) ,  i n  the i r  s ingle finn-based empi rical study aimed at  bridging the  knowledge gap 
i n  the fie ld of l eadership .  
2.3.6 I dea l ized I nfl uence 
I deal i zed influence means an impl ic i t  usc of ideology to exercise an influence, whi le 
a lso considering the desi res of  the fol lowers to share responsibi l i ty. As per the study of 
Is lam and Yang ( 20 1 2 ) on their regional empirical study on impacts of transformational 
leadership, a transfonnational leader is  a person with a clear v ision and passion for 
ach ieving a goal and wi l l  inspire people, one who by introducing energy and 
enthu ia m get the thing done in  a more effecti e way. Ba ( 2003 ) indicated that 
tran fonnational leader are admired, respected, and trusted. Under thi type of  
leader h ip ,  fol lowers tend to ident i fy with and want to  emulate their leaders . 
2.3.7 I nsp i rat iona l  M otivat ion 
U ing i ntroduction of  new opportun i t ies and chal lenges, whi le reassuring a clear vis ion 
o f  the future for the fol lowers ' at the same t ime, i s  described as an inspirational 
moti ation. A major bene fi t  of  tran f01111ational l eadership uch leaders can excite the 
fol l ower and impro e their job involvement, using elevated objectives and coord inated 
( ocial ly)  job-traits a essment ( Sheikh ,  20 1 3 ) .  As per Nielsen, Yarker ( 2008 ),  because 
trans[onnational leaders serve as a role model to their subordinates, their i nvolvement, 
motivation, and enthusia m for their work wi l l  automat ical ly  inspire their fo l lowers to 
be involved and give their best to perfonn their tasks and chal lenges that are at hand. 
ot only that but through inspirational mot ivation exercised by transfo11national 
leaders they can i nvolve their fol lowers to such an extent that they go beyond the cal l 
of  duty and encourage their fol lowers to take charge of their own devciopment at work. 
Their inspirational mot ivation l eads their fol lowers to optimize their perfol111ance. Such 
leaders sat i sfy their h igher order needs through mot ivating their fol lowers beyond 
n01111al expectations, by leadi ng their fol lowers to a c lear and well -coordinated 
m ission and vis ion,  as reported by Islam and Yang ( 20 1 2 ) .  
Walumbwa and Lawler ( 2003 ) presented also a s imi lar theme, as  they attributed the 
creat ion of  a shared v is ion to the transfonnational leader who uses the exposure of  the 
fol lowers to new opportunit ies to not only create a hared vision but also obtain the 
comm itment of the fol lowers to the shared vis ion of the l eader, using the i nspiration. 
This is  a lso ut i l i zed to incorporate i nnovation to match the chal lenge . Bass (2003 ) 
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a e11ed that leader beha e In way that motivate those around them by pro iding 
mean ing and chal lenge to their fol lower ' work . Individual and team pirit i 
arou cd. Enthu i a  m and opt imi  m arc displayed. The leader encourages fol lowers to 
envi ion attractive future states, which they can envision for themselve . 
2 .3 .8 I n tel lectu a l  St imu lat ion 
The abi l i ty of  a l eader to chal lenge the fol lowers by eneouragmg i lIDovat ion and 
appreciat ing creat ivi ty indicates the use of i nte l lectual st imulation for increasing 
productiv i ty, to reach the goa l (s ) .  Birasnav and Rangnekar ( 20 1 1 )  also emphasized the 
theme in their sy tematic crit ical review of the past theoret ical and empirical l i terature. 
A l  0, the engagement and encouragement of employees in the creat ion as well  as 
implementation o f  i nnovat ive ideas in order to transfonn them into new products and 
process development can be attributed to transfomlational leaders . 
Lowe and Kroeck ( 1 996),  in their meta-analyt ical rev iew of M LQ l i terature, have also 
emphasized, a they have attributed the introduction and encouragement of 
innovation to the fol lowers, as wel l  as envision them to chal lenge the problem, 
incorporat ing delegat ion, as part of  problem solving, while leading from the front and 
inspiring the fol lowers as a role model .  Rafferty and Gri ffin (2004) highl ighted the 
importance of devc10ping effect ive commun ication channels and their use as a tool by 
transformational leaders, to promote innovation, in order to lead their fol lowers towards 
the ach ievement of organ izational goals .  By using these channels, they bui ld confidence 
in the fol l owers to proactive ly  evolve the tasks beyond min imum requirements in a more 
producti ve manner. 
Schepers et al. ( 2005 ) described in thcir study thc style of transformational leadership 
by four characterist ics, namely: charisma, indiv idual considerat ion, intel lectual  
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timulation, and inspirational motivation. Ba , Bas ( 2003 ) reported that leader 
beha e in way that t imulate their fol lower ' effort to be innovat ive and creative 
by que t ioning a umptions, reframing problem , and approaching old situation in new 
way . There is no r idicule or publ ic  crit ic ism of individual members' mistake . ew 
idea and creat ive olutions to problems are sol ic i ted from fol lowers, who included in  
the  proce of addre ing problems and finding solutions. 
2 .3.9 I nd iv idu al ised Considerat ions 
Another aspect of  transfomlational leaders, as identi fied by Ba s ( 1 990) i s  that such 
leader are able to act a a mentor to their fol l owers because of individual consideration 
which enables uch a leader to ident ify and re pond to their fol lowers ' di fferences whi le 
a iming to ach ieve their growth and development .  This  help to develop the percept ion 
of  being more effective than transactional leaders. A lso, a focus on fol lowers' individual 
needs of  personal development and growth would reflect individual ized con ideration 
emphasized by the l eader for the fol lowers. 
A reported by N ielsen, Yarker ( 2008) ,  the perception of the employees about their 
work envi ronment i s  l inked with transformational leadership.  Reassurance of posit ive 
rewards for the fol lowers might  lead to posi tive resul ts in  term of learning. As they get 
a sense of  being specia l  among the rest, which promoted through individual ized 
considerat ion.  They w i l l  be mot ivated to put in the extra effort. As they feel that their 
efforts are not onl y  noticed by also appreciated. 
I l am and Yang ( 20 1 2) ,  a lso supported the theme of inspirations and i ntel lectual 
chal lenge as important aspects of  transformational leaders. As they use individual 
consideration and innovation to inspire and motivate to maximize ut i l ization of the 
potent ia l  of  the fol lowers, result ing in st imulat ing the creat iv i ty of the fol lowers . Bas
s 
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( 1 990) in  a fundamental p iece of work a imed to extend the knowledge in the field, added 
to the theme by h ighl ighting the effecti e coordination of transfonnational leaders, as 
they fir t commun icate high expectancies to the fol lower , u e s ign to focus their 
effort and can communicate impOliant purposes in  very simple ways . 
A transformational leader o ften puts a h igh emphasis on intel l igence, rational i ty 
and care fu l  problem solving, through intel lectual stimu lation which can automat ical ly  
lead to human capital de  e lopment on  the pali of  hisfher fol lowers . Bass, Bass ( 2003 ) 
reported that leaders pay attention to everyone s need for achievement and growth by 
act ing as a coach or mentor. Fol lowers are developed to succe s ively higher levels of 
potent ia l .  ew learn ing opportuni t ies are created along with a SUpp0l1 ive e l imate in  
which to  grow. Individual  di ffcrences in  tem1S of  needs and desi res are recogn ised. 
In a l l  the above d iscussion, one aspect of transformational leaders that seems to be 
impl ic i t ,  yet worth d iscussing expl ic i t ly  is that a l l  the d imensions of this style of  
l eadership,  not  only l ead towards the  achievement of  shared or more precisely leader's 
or organizat ion ' s  goal but a lso resul t  in  the human capital development of the fol lowers . 
At the same t ime, as descli bed by N ielsen, Yarker ( 2008) ,  such leader encourages their  
fol lowers to take charge of  their  personal development after al igning their  objective 
with organ izational goals .  So, in a way, by maximizing personal development fol lowers 
tend to maximize efforts towards the achievement of ' shared' organ izational vis ion and 
strategic goals .  Therefore, there is a great impact of transfonnational leadership  on 
effect ive human capital development in an organ ization. Table 1 provides a summary 
description of transfonnational leadership  style dimensions. 
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Table I :  Tran fonnational leader hip tyle d imensions 
Dimensions Descri ption 
In  pirational motivation lead fol lowers to opt imize their perfonnance 
Ideal ized i n fluence Con idering the desires of  the fol lowers 
Intel lectual t imulation I ncrcasing the producti i ty to reach the goal( ) 
Ind i  idual i zed Identi fy and respond to fol lowers ' di fferences to 
con ideration achieve their growth and development 
2.4 Transforma t i o n a l  Leaders h i p  i n  H uma n Capita l  Development  
2 .4 . 1 Potent ia l  Roles 
As indicated in  the above d i  cu ion, a posit ive relat ionsh ip between transfomlational 
l eadership and human capital development i well establ ished in the l i teraturc. In the 
fol lowing section . I w i l l  present a critical analysis of the l i terature that d irectly deals 
with the processes and mediating factors involved in this relationship. A direct impact 
of transformat ional leadership  on human capital development is emphasized in many 
research tudies. 
i elsen, Yarker ( 2008) ,  supported the theme and indicated that the most important 
aspect of transfonnational l eadership is to enhance the perfonnance of the 
fol l owers, which is imp l ic i t ly  dependent on their personal development.  Such a leader 
promotes a c lear vis ion, and then uses in p iration and role model l ing, to not only 
i ncorporate c lear values but also encourage the fol lowers to take charge and 
responsib i l i ty of their personal development and perfonnance. They incorporate 
innovation in problem solving by delegat i ng work-related decision making, which
 
results in  fostering an environment where the fol lowers experience cmpowenn
ent. 
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Rafferty and Gri [(in ( 2004) in an empirical study on d imen ions of transfonnational 
leader hip al  0 upported the theme from the fol lowers perspective. Kivett ( 1 990) 
indicated that tran fonnational leader tend to be more uccessful in  inspiring fol lower 
to work harder than they origina l ly  expected which reflected by their fol lowers 
report ing h igher levels of effectivene s and sat isfaction in their organization. Birasnav, 
Rangnekar ( 20 1 1 ), al 0 ident i fied the need for organ izations to train their 
management to adopt transfonnational leadership  behaviour. Such train ing can serve as 
a reassurance of not only human capital development but also the ut i l ization of potent ial 
to d irect the developed capital towards the achievement as well  as sustainment of 
compet i t ive advantage. 
long and H artog ( 2007) asselied that there is  a posi t ive impact of  i nspirational 
mot ivation and i ntel lectual st imulat ion of transfonnational leader on business 
perfonnance. Capital iz ing on the ilUlovation of their employees and incorporate it not 
only into the evolution of work processes but also into the development of evolved or 
even new products, is one way for the organ izations to embrace i nnovation. Birasnav 
and Rangnekar ( 20 1 1 )  promoted a s imi lar theme is  a lso promoted as an organization 
takes human capital development in i t iat ives not only enhance its 
employees' capab i l it ies but also re flects on their perception of human capital 
development benefits. 
According to Kivett ( 1 990), transfonnational leaders can raise fol lowers to new levels 
of  awareness and cause them to rise above naITOW self- in terest, result ing in h igher levels 
of  effort and effect iveness. Investing in  employee development is  one way to help them 
becomes more competent in  their interactions with the work environment ( Lee and 
Bruvold 2003) .  S ingh ( 20 1 3 ) reported that tradi t ional manager thinks [or h is/her taft 
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on what to accompl i  h in the organization wherea a col l egial leader thinks with them. 
It i common to rind that a tradi t ional manager does the plann ing for h islher employees. 
Tran [onnational leader encourage their subordinates to apply new thinking to old 
problems and even to que t ion the leader's ideas ( Kivett, 1 990). Schepers et al .  ( 2005 ) 
argue that tran fomlational leadership style appl ies another mechanism by chal lenging 
people to be more creat ive and exploratory. This impl ic i t  nature of  human capital 
de elopment in tran formational leader hip style, serves as a foundation to one of the 
major themes of this study and leads to the fol lowi ng hypothesis: 
• H I :  There is a positive relationship bel1veen the human capital development of 
employees and the adoption of transformational leadership style by their direct 
management. 
2 .4 .2  Knowledge Ava i lab i l i ty 
Knowledge avai lab i l i ty i s  one of the most important aspects of the modem and 
global ized business organ izations today (Ndinguri  & Prieto, 20 1 2 ) .  In  such a fast-paced 
and global ly  compet i t ive environment, a business cannot surv ive without effect ively 
managing the ava i lab le  and potential knowledge. Over the past few decade , many 
effOlts were devoted to developing and enhance the understanding of  the phenomenon, 
in order to exploit  i ts potentials .  Many studies have contributed to the cause and 
examined the knowledge avai labi l i ty  practices of various organizations. In the 
fol lowing section, the researcher presents a cri t ical rev iew of these past studies .  
B irasnav and Rangnekar (20 1 0) reported that  111 any organization, 
knowledge management practices are designed purposefu l l y  to create organizational 
knowledge through l everaging employees ' knowledge. Grant ( 1 996) has advanced the 
25 
idea by characterizing knowledge by transferabi l i ty, aggregat ion, appropriat ion, and 
pecia l ization. 0, he ha conc luded that i t  can be ut i l i  ed throughout the organization. 
G loet ( 2006) de cribed Knowledge Management a the systematic proce ses by which 
an organ izat ion identi fic , creates, capture acquires, share and l everages knowledge. 
Jenne , moln ik ( 20 1 4) repolied that the American Productivity and Quality Centre 
( AQPC) defines Knowledge Management as a conscious strategy of gett ing the right 
knowledge to the right people at the right t ime and helping people share and put 
infonnation i nto act ion in ways that wi l l  improve organizational perfol111ance. Birasnav 
and Rangnekar ( 20 I 0) reported that acquired knowledge replaces employees' old 
knowledge of  concepts on product ion proce ses or methods, and consequent ly  i t  has a 
greater impact on their human capital enhancement. In their study, they also argue that 
th i  is  a k ind of knowledge transfer which augments the value of the knowledge 
or accumulates knowledge possessed by an employee. 
Thus, the degree of knowledge transfer from other employees wou ld decide the amount 
of human capital an employee enhances. B irasnav and Rangnekar (20 1 0) stated in their 
study that documenting knowledge enhances problem-solving ski l ls of employees, it 
adds a certain value to the employee 's  human capital components. Sol iman and Spooner 
( 2000) argue that intel lectua l  assets and resources can be ut i l ized much more effectively 
if organization app l y  knowledge management techniques for leveraging their human 
resources and enhancing their personal management. 
2.5 K now ledge M a n agemen t  P rocess a n d  I n frast ruct u re 
Although Darroch ( 2003 ) has h igh l ighted the lack of l i terature regarding the evaluation 
of knowledge management. However, many knowledge management studies including 
Perez and Pablos ( 2003 ) have establ ished a d irect relationship between a finn
 s 
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u tainable compet i t i  e advantage and their abi l i ty to not on ly inn ovate but also 
producti ely ut i l i ze the inno al ion , in terms of inte l lectual re ources. 
Muhammad- iddique ( 20 1 2 ) indicated that the importance of knowledge management 
proce s and infra tructure arc gradua l ly  being recognized in the UAE and several 
organization have in i t iated a number of knowledge management related programs. 
B ira na and Rangnekar ( 20 1 0) identi fied two broader c lasse of knowledge and 
de cribed them a i ndiv idual knowledge and organ izational knowledge and based the 
cia s i fication in terms of  their contribution to compet i tive advantage. The former 
who l ly  re ide i n  the individual employee 's  m ind, whereas the later one exists in  two 
fom1 in any organi sations. 
2 .5. 1 K nowledge M anagement Process 
Garavan, M orley ( 200 1 ) among many other studies consider knowledge as a fonn of 
capi ta l  and has emphasized the importance of knowlcdge management process, in tenn 
of ma i miz ing the product iv i ty of thi capital  when knowledge generators take pali 
throughout the process. M uhammad-S iddique ( 20 1 2 ) reported that knowledge 
management process covered several areas such as documentation of knowledge 
management related resources identi fication of internal sk i l l s  use of information and 
comm unicati  on technology, knowledge sharing, training oppOliunit ies 
and i denti fication of  bcst pract ices for benchmarking. 
Yahya and Goh ( 2002) described the first dimension as more tangible in  a sense that it 
is structured, documented and shared through information technologies and identi fied 
it as exp l ici t  knowledge. Nguyen and Mohamed ( 2 0 1 1 )  emphasized the structured and 
cod ified nature of the exp l ic i t  knowledge. They described expl ic i t  knowledge as a tool 
exploi ted by the management in order to manipulate the organizational knowledge. 
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ahya and Goh ( 2002 ) de eribed the  second type as  entirely intangible is  only pre alent 
in  employee ' m ind and i del ivered through their behavior and percept ion ; this type 
i identi fied a tacit knowledge. Perez and Pablo ( 2003 ) identi fied that taci t  knowledgc 
is generated through the experience of dai l y  work. 
guyen and Mohamed (20 1 1 )  extended the theme by ident ifying that taci t  knowledge 
is h ighly personal , hard to fonnal ize, and d ifficult  to communicate or share with others. 
Perez and Pablo ( 2003 ) identi fied the s ign i fi cance of the interaction of both the types 
of knowledge, in the containing finn and serve as a compet it ive advantage over other 
finns. They al  0 described knowledge management as a key clement in the achievement 
and u tainab i l i ty  of a compet it ive advantage. Bira nav and Rangnekar ( 20 1 0) 
empha i zed the interdependency of  both the types of organizational knowledge, in  order 
to l ead the organi zation to the path of success. The taci t  knowledge management 
proce s,  according to F i l ius and long ( 2000),  i t  consists of knowledge acquisi t ion, 
knowledge documentat ion, knowledge transfer, knowledge creat ion, and 
knowledge appl ication. 
M uhammad-S iddique ( 20 1 2) asserted that knowledge sharing covered the meeting, 
d iscussion forums, workshops and seminars, project groups and teams, and company's  
i nternal documents and manuals, reports and pol icy papers, train ing and development 
programs, mentoring and coaching internet/intranet and company web sites. Garavan, 
Morley ( 200 I )  h igh l ighted the productivity of human resources 
development interventions and focused on enhancing the taci t  knowledge of employees. 
Such i nterventions enhance the perfornlance of an organization in tenns of human 
capital . The authors a l  0 emphasized the trategic  sign ificance of taci t  knowledge in 
l arger learning groups ( teams or finns) .  Where part ic ipants are free to innovate and
 
2 
ut i l ize the innovat ion, in  term of developing a olut ion for chal lenges, in their dai ly  
work . 
2 .5.2 Knowledge M a nagement I n frastruct u re 
M uhammad- iddique ( 20 1 2 ) reported that knowledge management infrastructure 
covered the internet, e lectronic mai l  fac i l i t ies and web ite to provide infonnation on 
the company, in-hou e database and management infornlation systems Soliman and 
pooner ( 2000) a serted that emerging internet- and intranet-oriented technologies 
peed up the e p l ic i t  knowledge sharing the proees in  large organizations. F i l ius, long 
( 2000) a serted that finns constant ly encourage employees to paltic ipate in knowledge 
management processes and establ ish communication fac i l i t ies and organizational 
cu lture required to fac i l i tate thi process. 
Lai and Lee ( 2007) argue that organ izations must, preserve their knowledge base and 
take steps to u t i l ize effectively both the i nternal and external knowledge which is  of 
relevance to their operations and make i t  expl ic i t ly avai lable to their employees. In the 
fol lowing section, we w i l l  d iscuss the impact of the of knowledge avai lab i l ity structure 
d imensions, such as knowledge process and infrastructure on the human capital 
development. 
2.6 M e d i a t i n g  role of  the K n owledge Avai labi l i ty 
Knowledge ava i labi l i ty inc ludes tools that can be ut i l ized by the organizations, in order 
to achieve a competi t ive advantage. An innovative and productive team is a key capital 
of  any market l eader and competi t ive organization in  today's  modem economy as ideas 
that can create posit ive d i fferentiation are the most productive tools  a company can 
have. Such ideas are not on l y  born under the leadership capable of transformi ng the 
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thinking of the employee but also through the gen ius of inn 0 ative minds. In the whole 
proce s, kno\ ledge avai lab i l i ty plays a i tal role of mediation between the two major 
ouree o f  e cel lence for an organ ization, namely leaders and human capital . The 
leader h ip  of an organizat ion has a d irect impact on an organization ' s  knowledge 
avai labi l i ty proce s and practice . Th i , in tum, affects the development of human 
capital in an organ ization. So, i t  fol lows that knowledge avai labi l i ty can mediate the 
i mpact of tran formational leadership on human capital development in an organ isation. 
Tradit iona l ly  knowledge avai labi l i ty  was associated with the development of 
knowledge proces ing and maintaining systems. This has evolved into a more dynamic 
and integrated model .  Which al 0 incorporates, people and actions in the process aimed 
at coord ination and integration, in tenns of knowledge, as described by AI-Alawi, AI­
M arzooqi ( 2007) .  The s imi lar shift is  also rcported by Lai and Lee ( 2007), who state 
that the haring of  expl ic i t  knowledge enables the sharing of  tacit  knowledge as wel l ,  
result ing in  the development of  a signi ficant entrepreneurial  culture, in  an organizat ion .  
d inguri and Prieto ( 20 1 2 ) identified the need for evolved ski l l s  set in  the individuals 
to be able to ut i l i ze both expl ic i t  and tacit type of knowledge leamcd in an organization, 
whi le  considering this human involvement. 
One of  the major characterist ics of  transformational leadersh ip is  the abi l i ty to inspire 
and motivate their fol lowers with a c lear ideology and the abi l i ty of  such leaders to 
encourage and faci l i tate their fol lowers to put extra efforts, in  order to innovate their 
way out of  current chal lenges on hand, as identi fied by Bass ( 1 990). S ingh ( 2008)  
emphasizes the  role of  the leaders in  the knowledge management process as  well as 
practices in an organization, in tenns of their d irect impact on it h ighl ighting the 
i nspirational aspect of leaders on the employees. 
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Another important a pect of  transfomlat ional leader hip is  their abi l i ty to st imulate the 
intel l ect of  their fol lower , in order to incorporate i nnovation in  the problem -sol ing 
pract ice of  their fol lower . According to guyen and Mohamed ( 20 1 1 ), due to the role 
leader play, they havc an enonnous impact on knowledge management practices within 
their organizations. Thi re u l t  in  the deVelopment of an organ ization 's  human capital 
to it fu l l  potential for enhanced creativ ity and product iv i ty, as described by long and 
Hartog ( 2007 ) .  As a result ,  transfol111ational leadership  not only transfonns tacit 
knowledge and a l ign it with the goals  of an organ ization, but also enhance the abi l i ty of 
their fol lowers to advance expl ic i t  knowledge in  the organ ization, as described by 
Garavan, Morley ( 200 1 ) . This is  not only possible through effective knowledge 
ava i lab i l i ty but also enables transfonnational leaders to exercise their influence on 
knowledge avai labi l ity process and practices in an organ ization. 
As h ighl ighted by  Birasnav, Rangnekar ( 20 I 0) ,  management of human resources 
knowledge is a process of human capital development. This bring us to the other part 
of the mediatory role  that knowledge avai lab i l i ty p lays, in tenns of the impact of 
knowledge ava i lab i l i ty practices on the human capital development in an organization. 
M any studies, ineluding B i rasnav, Rangnekar ( 20 1 1 ), provide an ins ight into this 
mediat ing effect of  knowledge availabi l i ty in  the re lationship between transfonnational 
l eadership  and human capital  development. They establ i sh that knowledge avai labi l ity 
serves as a key factor in  the process of  creating and improv ing, both taci t  and expl ic i t  
types of  employees knowledge, result ing in  an impact on human capital development. 
This is a lso a purpose of  an organ izational knowledge avai lab i l i ty  strategy, as human 
capital  is considered the most important asset of the organization. The theme is  also 
asserted by Birasnav and Rangnekar ( 20 1 0), where they acknowledge that measures 
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taken for the ucce of knowledge avai lab i l i ty wi l l  impact the human capital 
de elopment. uch measures wi l l  fac i l i tate an infra tructure for a upportive culture 
and effect ive commun ication that re ulted in enabl ing enhancement of acqui i t ion and 
knowledge haring. 
Gara an, Morl ey (200 1 ) , has highl ighted that most of the assets that enter the 
organ ization along with cmployees arc intangiblc tacit knowledge rather than formal 
and e p l ic i t in nature .  A reported by Birasnav and Rangnekar (20 1 0) ,  organization 
a iming for an organizational knowledge creat ion, in order to achieve a compcti tive 
advantage, are constant ly  str iving not only to develop but also enhance the knowledge 
of employee who involve in strategic business processes. 
0, the i mportance of this mediation of knowledge avai lab i l i ty in the relationship of 
transfonnational l cadcr h ip and human capital development i addres ed in the previous 
l i terature. It a lso has an even tronger impact in the eontext of the United Arab Emirates. 
A h igh l ighted by M uhammad-S iddique ( 2 0 1 2) ,  the UAE being a rapidly growing 
economy with a severe shortage of local human resources, i t  requi res the organizat ions 
in  the country to asse s their knowledge avai lab i l i ty in i t iat ives. They should  al ign their 
strategies in  order to min imize barriers and avoid or overcomc chal lengcs, in tenns of 
adopt ion and implemcntation of knowlcdgc Avai labi l ity. 
This w i l l  enable them to a l ign themselvcs with the expl ic i t  intercst of the country in the 
development of  inte l lectual and human capita l .  Organizations in the UAE can do that 
by actively i nvolving themselvcs in the devclopment and implemcntation of knowledge 
avai lab i l i ty process and pract ices. In order to ach icvc that, finns in the UAE should 
strive to acquire, develop and share knowledge, in  order to create and rcfme their 
intel l ectual rcsources and competencies, as described by ( Muhammad-Siddique 20 1 2 ) .  
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Another way to aehie e effeeti e knowledge avai labi l ity is to incorporate on-job 
tra in ing beeau e it i an easier way to update and a l ign the ski l l  set of employees to 
modem and rap idly changing t ehnology oriented organ izations. Though many 
organizations, knowledge avai lab i l i ty act iv i t ies arc purposeful ly de igned to establ ish 
an organizational knowledge-ba e, by exploit ing and leveraging the employees 
knowledge ( Bira nav and Rangnekar 20 1 0) .  Whi le  achieving such an appropriate ski l ls 
et through general education system is not only out of the control of individual business 
( though in the longer run i t  w i l l  automat ical l y  be incorporated into the general education 
sy tem of any society, under the l aw of economics),  but also can be challenging and 
co t ly  for organizations i f  they try to h ire employees with the exact sk i l l -set, as 
h igh l ighted by ( O'Mahony 20 1 2) .  
I n  the  U nited Arab Emirates, espec ia l ly  in  the  pub l ic sector and to some extent, in 
private ector as wel l ,  in i t iat ives to update and a l ign employees ' ski l ls to the dynamic 
requirements of the organ izat ion and to evolve organizations' knowledge-base through 
on-job or company sponsored training is a common practice ( though the effect iveness 
of these train ing sess ions remain an issue) .  Th is enables them to not only a l ign and 
update the ski l l  sets of the employees but also al ign themselves as an organization to 
the overa l l  country 's  goal of development of intel lectual human capital through 
effect ive management of knowledge .  Although, as argued by S iddique (20 1 2),  mo t of 
the Uni ted Arab Emirates organizations have been involved in the development of 
expl ic i t  knowledge, especia l ly  in tenns of infoffi1ation technology. These knowledge 
avai l ab i l i ty i n i t iat ives suggest a s l ight negl igence towards the development of taci t  or 
i mpl ici t  knowledge. 
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The above finding from previou l i terature empha ize the mediating role of  knowledge 
a a i labi l i ty  in the re lation h ip between transfomlational l eadership and human capi tal 
devc\opment. The incorporation of the e findings from the past l i terature into the theme 
of th i  study leads to the development of  the econd major hypothesi s  that the researcher 
a im to te t through this study. These findings are that knowledge avai lab i l i ty i not 
only a major factor influencing human capital development Opportun i ties but also plays 
a mediatory role  between transfomlational leadership and human capital development, 
which is a lso in  l ine with the finding of Birasnav, Rangnekar (20 1 1 ) . 
• H 2 :  K170ldedge availability mediates the relationship between hllman capital 
development and transformational leadership. 
2 . 7  Orga n isat io n a l  C u l t u re 
I n  an organization, j ust l i ke in  the larger society, with the passage of  t ime employee 
l eam to behave in a spec ific  manner, especia l ly  in response to certain triggers. A 
col lect ion of  these leamed behaviours of  employees that estab l ish nonns and values in 
an organization i termed an organizational cul ture. In this part of  the l i terature review, 
the researcher w i l l  crit ica l l y  analyse these norms and values in an organizat ion, in tenm 
of their role  in the relat ionship between transformational leadership  and human capital 
development. 
Perhaps one of the s implest ways to define organizational cul tu re is  presented by Park, 
Ribicre ( 2004) ,  who have described organizational cul ture as simply the character or 
personal i ty of an organ ization, which is often described as "the ways things arc done in 
an organization." They have a lso indicated that organ izational culture includes the 
organization ' s  values, bel iefs and nomlS. A s imi lar theme can be found in the definit ion 
of organizational cul ture presentcd by Shahin and Wright ( 2004),  where they defined 
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organ izational cul ture a a ct of  a umption or bel ief: that are hared by members of 
an organ ization. M i ron and Erez ( 2004 ) reported that the trength of an organization' 
cul ture depend on the imi lari t ie or homogeneity of the bel iefs and percept ions of 
members of  an organization. Conversely, the strength of  an organ izational culture can 
also be de cribed in temlS of variation in the percept ion of employees regarding alues 
and endor ed practices in an organ izat ion. 
Park, Rib icre ( 2004) in  their study, described organizational cultu re a the shared, ba ic 
bel iefs and assumptions learned by an organization whi le coping with the chal lenges or 
the envirolUllent. This ineludes not only solving problems of  external adaptation but 
al 0 the problem relat ing to internal integrat ion.  These bel iefs are taught to new 
member a the correct way to olvc those problems. Ashforth and Mael ( 1 989) 
contributed to the idea and ha ident ificd in their research that the impOliance of values 
in organizational cu lture prevai ls  and they have fundamental ly  l inked i t  to the 
psychological process of identity formation, in  which individuals appear to seek a social 
identity that provides meaning and connectedness. As ident ified by McDermott 
and O ' De l l  ( 200 1 ) , th is  identity is reflected in two d imensions : vis ible and invisible .  
They further describe these dimensions as the v is ible d imension being reflected in the 
values theology and mission of  the organization. However, the invis ible dimension is 
the set of unspoken values that govern the actions and perceptions of  the employees in 
an organization. 
2.7. 1 S upport of I n novation 
Scott and B ruce ( 1 994) argue that transfol111ational leaders are bel i eved to provide 
vis ion, motivate employees, help to in  tall an organizational cul ture which encourage 
creati vi ty, risk taking, and nurtures innovation. Tipu Ryan ( 20 1 2 ) a selied that 
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i ntel lectual t imu lat ion pertains to leaders ' abi l i ty  to  create a el imate which encourage 
creat iv i ty and innovation and empowers employee to take the in i t iat ive in solving 
chal lenging ta k . According to Ja awal la and Sa hi ttal ( 2002) researchers explained 
ariou k inds of cul ture , such as i nnovation- pec ific culture fosters expectations and 
guidel ine for employee 's  creativ ity wi l l ingness to experiment, and risk-taking k i l ls .  
Tipu and Ryan ( 20 1 2 ) argue that the role of top management becomes even more crucial  
in  eul t i  at ing a trong organ izational cultu re which encourages i nnovation. 
B i ra na and Rangnekar 20 1 1 )  a serted that the chances arc more for promoting 
organizat ional innovation through developing human capital by means of improving 
employee ' creative or innovative perf0n11ance. Tipu and Ryan (20 1 2 ) reported that 
leaders use i n  p irational motivation through their articulation of  a well -defined vis ion 
which acts as a source of inspiration, enhancing fol lowers ' self-efficacy bel iefs and 
i mproving motivation. ( Gel l is ,  200 1 ) in a transfonnational leadersh ip enviromnent, 
teams are more open to i nnovation and risk-taking when leaders del ineate a vis ion and 
help team members max imize perfonnance. 
2.7.2 Role of E mployee Trust 
Pol i t i s  ( 2002) defined interpersonal trust or trust between co-workers as an 
es ential  attribute in organizational cul ture, which is bel ieved to have a strong influence 
over knowledge sharing. He also defined interpersonal trust a the expectancy of a 
group i n  the rel i ab i l i ty of the promises and / or actions of other groups or i ndividuals in  
the  organization. B i t i tc i  and Mendibi l  (2004 )  reported that suppOIiive culture 
encourages employees to get involved in the deci ion making process with mutual 
respect and trust. 
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cott and 8ruce ( 1 994) argue leaders create trust by pro id ing employee with 
autonomy and dec i ion making to perform their tasks and thereby they promote 
employee ' inno ative behaviour and sel f-efficacy. Lari and Shekari (20 1 2) 
rep011ed that soc ial  capital i based on the relation hip between individuals and their 
organizat ion , which can be accumulated through organ izational culture. Smircich 
( 1 983 ) ident ified two approache to the study of the cultural phenomenon in 
organ ization . These approache include considering culture as an organizat ional 
variab le, then cul ture seen a omething which can be manipulated. This leads us to the 
conclusion that nature, d i rection, and impact of such manipulation are dependent on the 
ski l ls and abi l i t ie  of  the leader. 
8 i ra nav and Rangnekar ( 20 1 1 )  defined an explaining on the l ink between 
transformational leadership and organizational culture, leaders establ i sh employee 
suppor1 ive culture and tru t ing eul ture in the organization through their charismatic and 
i ndiv idua l ized con iderat ion characterist ics.  G ruen feld and Mann ix ( 1 996) reported that 
team member require the exi stence of t rust to respond open ly  and sharing knowledge. 
2 .7.3 The  M ed iat ing  Roles 
However, many stu dies emphasized that organizational cu l ture is  a detenninant of 
people 's  behaviours in an organization, transformational leadership also has a great 
i mpact on the pract ices of the fol lowers in an organization, as well  as their perceptions 
about human capital development. Thus, transfonnational leadership is  expected to 
have an impact on the organizational eu l ture in general ,  since leaders are the ones who 
basica l ly  define the cul ture of an organization as indicated by Bass ( 1 985 ) .  
I n  th i s  section, we wi l l  crit ica l ly  review the l i terature i n  tenns of the mediating role that 
organ izational cul ture p lays in the re lationship between transformational leadership and 
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human capital  development. tran fonnational leadership  has an impact on 
the organizational cul tu re that in tum ha impl ication for thc development of human 
capita l .  
Many stud ie  reported the impact of  transfol1national leadership o n  organizational 
cul ture. In contrast, if cul ture is  considered as a pati of the organization, then the impact 
of l eader i mou lded by the cul ture as described by Bass and Avol io, ( 1 993 ). Hogan 
and Coote ( 20 1 4) reported the leader play an important role in creating and maintaining 
pec i fic types o f  cul ture in  an organization, in tenns of many aspects. Hennessey ( 1 998) 
suggested that  i t  i v i ta l  and prerequisi te to the effect ivene of a leadership to be able 
to under tand and work within a cul ture, in an organization. Most of the in i t ia l  work in  
the  fie ld  of  relat ing leadership and organizational culture, both impl ic i t ly  and expl ic i t ly 
was theoretical i n  nature. 
Some of the stud ies have highl ighted the sign ificance of empirical analys is  of  this 
relationshi p  between organizational culture and transfonnational leadership and i ts 
i mpact on the perfol1nance of an organ izat ion. Such studies include (Ogbonna and 
H am 2000). H owever, the relationsh ip between organizational cul ture and 
perfonnance of an organ ization has received strong empirical support. As highl ighted 
by Lee and B ruvold ( 2003 ) ,  investment in the development of employees a l lows them 
to ee the extent that the organization value them. Based on their percept ions, employees 
offer h igher levels of commitment and job sat isfaction. This keeps them not 
only contri but ing to the organizational benefits but also from exercising their l iberty to 
l eave the organ ization. 
The study of  leadership is  deeply  attached to culture . The fOl1ns of behaviour which are 
regarded as legit imate and appropriate, as highl ighted by ( Shahin and Wright 2004) ,  
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ha e a two-way impact a the e behaviours arc affected by the actions and re ponse 
of both leader and the fol lower . chneider ( 1 98 7 )  ha previou ly described that not 
on l y  organization eek to h ire the people who are l ikely to share their val ues but also 
the indi idual as wel l get attracted to the organization that they perceive to be having 
imi lar a lues to their own. Organizations that promote a "nonn of efficiency and 
achie ement" motivate employees by setting d i fficult ,  but atta inable goals, and 
pro id ing feedback on employee ' perfonnance. Th is, in tum promotes perceived 
competence and fee l ings of self and col lective efficacy, a described by ( Xenikou 
& S imosi , 2006), which can also be ach ieved through transfonnational leadership. 
Brown ( 1 992 ) shared a simi lar theme of the actual needs of  the ski l led leader for 
influencing the organization in such way that i t  should resul t  in the improvement of  
organizational perfonnance. Patnaik ( 20 1 1 )  conducted a cri t ical analys is  of 
organ izational cul tu re and i ts relationship to work motivation. This may include even 
al tering the aspects of the organizational culture which might prove counter-productive 
for an organization. M ore recent studies l ike Ergenel i  and Gohar ( 2007) suggest that 
transfonnational leadership has a potent ial  to not on ly  impact the fol lowers emotiona l ly  
and exerci se a great i nspirational infl uence but  also intel lectual ly st imulate them. to  the 
level where they can deal with the chal lenges in their own inn ovative ways, result ing in  
an improved organizational perfOlmance, wh i le  a t  the  same t ime contributes to  the 
development of  human capital for the organization. Lai and Lee ( 2007 ) has asselied that 
the factors in organizat ional culture and structure including learn ing orientation, 
communication, coordi nation, knowledge sharing intention, and flexib i l i ty, 
are infrastructures to establ i sh an expl ic i t  qual i ty contro l .  
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Pre iou l y  Ba and A ol io ( 1 993 ) argued that effecti e organizations require both 
tactical and trategic thinking as well  as culture bui lding by its leaders. The fol lowing 






" 3 :  An organ izational culture characterized by support for innovation mediates 
thc relat ionship betwcen transfonnational leadership and human capital 
dc elopment. 
H3-a : There i a posi t ive relationsh ip between transfonnational leadership and 
the level of lIpport for i lUl0vat ion within the organizational culture. 
H3-b : There is  a posi t ive re lat ionship  between the level of support for 
innovation i n  the organizational culture and human capital development 
Opportuni t ie  of employee . 
H 4 :  An organizational culture  characterized by trust mediates the relationship 
between transformational leader hip and human capital development. 
H4-a : There is  a posi tive re lationsh ip between transformational leadership and 
the level of trust within the organ izational culhlre. 
H 4-b : There is a posi t ive relat ionship between the level of trust in the organizational 
cu l ture and human capital  development Opportuni t ies of employees. 
As h igh l ighted by Ergenel i and Gohar ( 2007) transfonnational l eadership can not 
only contribute d irect ly  to the human capital development, opportun it ies for an 
organization but also through the mediation of organizational cultu re. They promote a 
cul ture suppoli for innovation and coordination that not only results in  the enhancement 
of organizational perfonnance but also in human capital development. Incorporat ion of 
the above finding from the past l i terature into the theme of this study leads to the 
development of  the th ird major hypothesis that the researcher aims to test through this 
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tudy. The e finding arc that organ izational cul ture i not only a major factor 
i nfluencing human capital de e lopment Opportuni t ies but al 0 plays a mediatory role 
between tran [ollnational leader hip and human capital de elopment, which is  also in 
l ine with the finding of  Birasnav and Rangnekar ( 20 1 1 ) . 
2.8 H uma n Capita l  Developme n t  Opport u n i ties Measu reme n t  
A part o f  the  description o f  the  human capital  development, i t  is also important to  be 
able to measure the impact of these efforts towards human capital development 
Opportun i t ie  so that  organ izations should be able to assess the productivity of these 
efforts. This study examines human capital development Opportun i t ies as perceived by 
employee , and so the extent at which they gain the development wi l l  be related to the 
amount of employees perceived human capital development. As reported by Birasnav 
and Rangnekar (20 1 1 )  employees perceive their human capital benefits when they have 
the potent ia l  to del iver more return in tenns of contributing to inte l lectual capital 
creation over the investment made in  them. 
Fol lowing is  the review of studies suggest ing d i fferent measures assess the productivity 
of  human capital development. Many efforts have been made to fonnulate the 
assessment of  human capital development. These efforts have resul ted in  measures that 
have a very d iverse range .  Strategic human capital scholars are increasingly recognizing 
the i mportance of  human capital  scarcity for exp la in ing individual and finn outcomes 
( Mackey and Mol loy, 20 1 4) .  According to Khanna and Jones ( 20 1 4 )  research on human 
capital as a source of  compet i t ive advantage has focused largely  on finn employees. 
Some of these measures provide a financial assessment of the human capital 
development Opportuni t ies efforts, whi le  others provide a non- financial  assessment of 
the e efforts. 
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ome o f  the e ind icator ha e pre-e isted and other have been especia l ly  de igned for 
the purpo e of  human cap ital de elopment Opportuni t ies assessment . May be one of the 
earl ie  t and more e laborat ive indicator is  on-job tra in ing, a de eribed by Becker ( 1 962),  
on-the-j ob tra in ing i dealt with so e laborate ly  not because it is more important than 
other k ind of in estment in human capi tal-although it importance i s  often underrated­
but because it i l lustrate the effect of human capital on earnings, employment, and other 
economic ariable . 
More recently, stud ies l ike Wasmer (200 1 ), have asserted that the human capital of 
indi  iduals i usua l ly  thought of  as having two main components, education, and 
experience in the labour market. Many recent tudies including Moore and Ron ( 2007) 
, have h igh l ighted another impOltant a pect of the way organizations treat their 
employee and ment ioned that fixed as ets in  the organ ization are treated as as ets that 
depreciate over t ime but employee arc treated as expenses yet they appreciate over 
t ime with addi t ional training and experience. M urphy and M urphy ( 2007) ,  at the same 
t ime in their study, have argued that human capital is  the abi l i ty of employee 
to generate economic output tlu'ough the appl ication of their educat ion, knowledge and 
ski l l s; it refers to employees' knowledge capab i l i t ies, ski l ls, and expelt ise. 
In  recent studies these tra in ing and development expenditures per employee arc 
recommended and proved to be an important lead ing indicator ( Bassi and McMurrer 
2008) .  Whi le  others have suppolted the theme by arguing that earl ier, it has been 
common to usc fom1al  education as the measure of human capital but in real i ty in most 
cases ski l l s  a lso acquired through on-job-tra in ing. Such studies include Lep ing ( 2009) ,  
among many others. Various studies have e tab l i shed the impoltance of training and 
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development, employee empowennent and promotion in  the employee retention for the 
companie to achieve an edge over competi tor , as reported by ( Gul ,  Akbar 2 0 1 2 ) .  
They ha e al 0 high l ighted that capacity development and employee empowerment 
have gained wider employee preference so managers should consider training and 
de elopment and employee empowemlent in reta in ing rel iable work force. Many 
tudies including Yeh and Chin-Chen ( 20 1 3 ) , have described employee rewards, sales 
revenue, education, and the number of professional personnel as best indicators 
of human capital of a finn. Moreover, education and prior job experience, which 
represent the core drivers beh ind corporate growth considered as the non-financial 
i ndicators of  human capita l .  
As pali of  the  above-mentioned issues Yeh, Chin-Chen ( 20 1 3 ), have also asselied that 
a lthough many organ izations have recognized the impOliance of  human capital ,  there 
are many who remain unwi l l i ng to release related indicators or data in order to avoid 
the re lease of  i n fonnation. The l ack of an appropriate means of measurement and the 
l i mi ted avai l ab i l i ty of  data related to human capital po es considerable chall enges in  the 
field .  At  the fi ml l evel ,  H RM practices, such as train ing and development, are a imed at 
i ncreasing employee's  individual human capital ( Wright, Coff 20 1 4) .  Also, Liu ( 20 1 4) 
report that human capi ta l  has received much attention as the micro foundat ion for a finn 
to ach ieve compet i t ive advantage. 
A lthough prevIOUS studies have reported several measurements of human capital 
development , however, most of those studies have focused on measuring the human 
capital  development opportun i t ies at the organ ization level and a few of them have 
tudied i t  at the employee leve l .  As the purpo e of  this study is  to examine the impact 
of the knowledge avai labi l i ty in tenns of i ts mediating relationship  between the 
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tran formational leader h ip and the human capital de elopment Opportunit ies fonn the 
employee ' pro pective. Therefore, we discu below the most common measurements 
found in the pre iou tudie from employees prospective. These measures include 
tra in ing, empowennent, and promotion and career progres ion.  
Baron and Ann trong ( 2007) reviewed several human capital measure that have been 
de eloped and used by a variety of organizations. According to Bassi and McMurrer 
( 200 ) mea uring the impact of human capital has been an ongoing chal lenge i n  the 
field of  human resource development. One of the reasons, why measurement of human 
capital development Opportunit ie is d i fficult ,  is that human capital is  not owned by the 
organization but secured through the employment relationship .  ( Baron and Anmtrong 
( 2007) .  Al 0 Baron and Annstrong ( 2007) in their empirical study argued that 
re earchers ident ified several human capital measurements and some of that 
measurement are from an organization ' s  pro pect ive whi le  the others are from people's 
pro pect i  e :  human capital return on investment, train ing return on investment, cost of  
absence, cost of  leavers, employee engagement, annual pay audits d iversi ty and 
i nc l usion, added value, employee turnover, reward, succession plan, perfo1111ance 
and producti vi ty.  
Yeh and Chin-Chen ( 20 1 3 ) state that employee rewards, education, and the number 
of professional personnel  are considered as best indicator of the human capital of an 
organization. Education and prior job experience, which represent the core drivcrs 
behind corporate growth considered as the non-financial indicators of human capital .  
Bukowi tz (2004) bel i eves that employee sat isfaction, employee tul11over, and 
i nvestment i n  tra in ing provide a picture of how well  the organ ization is managing it is  
human capital . Yeh Chin-Chen ( 20 1 3 ) asserted that a l though many organ ization have 
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recognized the importance of  human capital ,  there are many who remain unwi l l ing to 
r lea e re lated indicators or data. Moore and Ron ( 2007)  report that fixed a sets in the 
organ i at ion are treated a as et that depreciate over t ime but employees are treated as 
expense yet they appreciate 0 er t ime with addi tional train ing and experience. 
Wa mer ( 200 1 )  a ert that human capital of individuals is usua l ly  thought of as having 
two main component , educat ion, and experience of the labour market. Murphy and 
Murphy ( 2007) bel ieves that human capital is  the abi l ity of employees to generate 
economic  output through the appl ication of their educat ion, knowledge and ski l ls ;  it is  
refened to a employees ' know-how, capab i l i t ies, ski l l s  and expert ise .  Train ing and 
development expenditures per employee proved to be an important leading indicator of  
human capital a t  the  organizational level ( Bassi & McMuner, 2008) .  
At  the fi nn level ,  H RM practices such as train ing and development, are aimed at 
i ncreasing employee '  individual human capital (Wright, Coff 20 1 4 ) .  Al  0, Liu ( 20 1 4) 
report that human capital  has received much attent ion as the micro foundat ion for a finn 
to achieve compet i t ive advantage. Strategic human capital scholars are increasingly 
recognizing the impOltanee of  human capital  scarci ty for explaining indiv idual and finn 
outcomes ( Mackey & Mol loy 20 1 4) .  According to Khanna and Jones ( 20 1 4) ,  recent 
research has focused on human capital as a source of compet i t ive advantage has focused 
on fi nn employees .  Many studies have e tabl ished the importance of train ing and 
development, employee empowem1ent and promotion in the employee retention for the 
companies to ach ieve an edge over competi tors ( Gul & Akbar 20 1 2) .  
A lthough prevIous studies reported several measurements of human capital 
development, most of those studies focused on measuring human capital development 
Opportun i ti es in the organization and a few of them who studied i t  at the employee 
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Ie el .  The purpo e of  th i study i to examine the impact of knowledge avai labi l ity in 
the relat ion hip between the tran fom1ational leader h ip  and human capital 
de elopmenl Opportun i t ie  [rom the employee ' prospeeti e. Therefore, we discuss 
below mea urement o[ human capital at the employee level that ha been rep0l1ed 
in previou studies. The main d imen ion of human capital development Opportunit ies 
at thi  Ie cl revol cd around key elements including opportunit ies avai lable for 
employee tra in ing, empowennent ,  promotion, and career progression. 
2.8. 1 I nvestment  in E m ployee Lea rn ing  
The grooming and pol i h ing  of  employees' ski l l  sets are often attributed to  training. But 
there is  more to it than j ust grooming of  employees ' ski l ls set. I t  a lso has an impact on 
the perception of the employees. As h igh l ighted earl ier by Lee and Bruvold ( 2003 ) in 
their analytical tudy, they have ident ified that having employee development 
programmes avai lable in the organization i mproves employees' percept ions about their 
employer and i ncrease employees' overa l l  posi t ive feel ing towards the employer 
which in turn may i mpact on job sat isfaction. 
Lee and B ruvol d  (2003 ) have also establ i shed that investment in  employee development 
gives employees a greater sense of control over their career due to the opportuni t ies to 
update old ski l ls and gain new ones ( Lee & Bruvold, 2003 ) .  Given the strategic impact 
of employees on organizational perfonnance, one would expect that most executives 
move to maximize their investment in human capital ( Schiemann, 2005) .  I nvest ing in 
h uman capital  is one major aspect of human capital development as highl ighted by 
(Cook 2006) who stressed that organ izations cannot afford to rely  on current ski l l  
l evels but should look at ways t o  improve perfonnance by bui ld ing effect iveness in 
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current role wh i le  helping retent ion by providing the desired development 
opportuni t ie  . 
For more than a decade ago, organization dynamics have been the focus of human 
resource pract i t ioners, providing the trong genesis to research on the importance of  
tra in ing and development people empowemlent and management ( Gut & Akbar 20 1 2) .  
Gul  ( 20 1 2) also de cribed training a the  grooming and pol i shing of employees' 
abi l i t ies,  talents and knowledge with the help of human capital development programs 
for the combined organization welfare (Gul  & Akbar, 20 1 2 ) .  They have h ighl ighted 
another i mpoliant aspect of  train ing in tenns of Individuals abi l ity to keep on 
developing their capab i l i t i es with frequent exposure to a variety of s i tuations and added 
experience. Th i enhancement in the profe s ional capab i l i t ies drives individuals to 
ecure more chal l enging jobs calTying h igher professional and financial values. 
The l i terature also reveal s  that training not only i mproves employee pcrfonnance but is 
a lso a fundamental for h is/her career success. Gul and Akbar (20 1 2) indicate that the 
grooming and pol ishing of employees' abi l i t ies, talents,  and knowledge with the help 
of  tra in ing and deVelopment programs contribute to the combined organ izational 
welfare. L iu  and van Jaarsveld ( 20 1 4) report that three d imen ions are part icularly 
i mportant as points of  l everage. Firstly, fimls may invest direct ly  in ski l ls and train i ng 
to create finn-spec i fic human capital . Secondly, they may tlUcture incentives to 
motivate employees to make long-teml commitments to the finn and to use their human 
capital in  the best interests of  the organization. Thirdly, they may design work in  ways 
that create OPPOliun i ties for employees to usc their human capi tal effectively.  
Therefore, indivi duals keep on developing their capabi l i t ies with frequent exposure to 
a variety of  s i tuations and added experience. 
47 
Empirical finding of  pre ious re earch indicated that pro id ing training opportunit ie 
to employces increa e organization performance and productiv i ty. Lee and Bnlvold 
( 2003 ) r port that having employee development programmers avai lable in the 
organ izat ion impro es emp loyees ' perceptions about their employer and increases 
employee ' overa l l  posit ive feel i ng towards the emp loyer. A review of the past l i terature 
provides ins ight with regards to the impOliance of provid ing development programs by 
l eader to their ubord inate . Lee and Bruvold (2003 ) indicated that investment in 
employee development g ives employees a greater ense of control over their career due 
to the opport un i t ies to update old sk i l l s  and gain new one . 
Employee capaci ty bui ld ing exerc ises and programmes arc introduced to increase the 
knowledge, ski l l s  and abi l i  t ics of  employees. Gul and Akbar (20 1 2) suggested that tho e 
th ing add to the efficiency of  employee and enable them to perfoml to the best of their 
abi l i t ie  . Many researchers have indicated that transfomlational leaders encourage 
leaming and development among fol lowers. Schiemann ( 2005 ) suggested that given the 
strategic impact of  employees, you would expect that most executives move to 
max i mize their investment in human capital .  
Cook ( 2006) argue that organizations cannot afford to rely  on cunent k i l l  levels, but 
should look at ways to i mprove performance by bui lding effectiveness in cunent roles 
whi le  helping retention by providing the desired development opporhmi t ies. Gul and 
Akbar ( 20 1 2 ) have indicated that tra in ing and job rotat ion, that is  moving an employee 
from one job to another, enhances creat ivi ty and mot ivation of employees . They have 
also emphasized that tra in ing and development not on ly enhances employees
' 
capab i l i ti es but a lso improve organ izational performance. 
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2 .8 .2  Empowerment of the Employee 
A re iew of the pa t l i terature provided a wider definition of empowennent. According 
to Kim and George ( 2005 ) ,  the re earchers de cribed empowennent as an increased 
intrinsic ta k motivation man i fested in a et of four cogni t ion ( impact, competence, 
mcan ingfu 1ne , and choice) reflect ing an individual 's orientat ion to h i  or her role.  Gul ,  
Akbar ( 20 1 2 ) supported the theme and indicated that employee's  empowem1ent 
invol e a l lowing them to part ic ipate in  the organization matters, more important ly in 
deci ion-making processe . 
Moreover, AI -Hussein i  ( 2006) argued that empowerment is a leadership and 
management-based proce s designed to create a highly motivated and involved 
workforce. A l o in the same study Al -Husseini ( 2006) indicated that empowem1ent 
i nvolve people from a l l  levels of responsib i l i ty in decision-making. The theme is  also 
emphasized by Gul and Akbar ( 20 1 2 ) that to engage and involve employees in 
the decis ion making process related to their organ izational role and jobs and al lowing 
them to use i nnovat ive and creat ive ideas to perfonn well  and bring value to the 
business. Prior researchers also indicated the importance of empowennent .  Accordin g  
to Khan and Khan ( 20 1 3 ), empowerment is  one of the important factors in the 
organisational growth through which employees feel more strengthened in their 
decisions and can ach ieve the organizational goals  with more mean ingful ways. 
Empowennent gives the feel ing  of respect, ownersh ip and most sign i ficant ly  a sense of 
responsib i l i ty and these factors re inforce the role of an employee. 
2 .8.3 Promot ion a n d  Career Progression 
According to Gul  and, Akbar (20 1 2 ) ,  promotion i s  an employee development strategy 
which i s  al 0 considered as a reward for good performance and rea l ization of an 
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employee' capabi l i t ie . It carrie a h igh value in employee retention as a clear 
ucce s ion plan,  which keeps the employee motivated for good perfonnance and long 
tenn commitment to the organ ization. Bira nav and Merbati ( 20 1 3 ) upported the theme 
by arguing that employees involved in el f-exploration develop ski l l s  and competencie 
needed to enhance perfol1nance; thus,  they have more chances to get promoted and at 
the ame moment, they get at is fied with their career. 
Brown and Bradley ( 2009) suggested that employees need the tra in ing  to prov ide the 
ski l l  for undel1aking the re pons ib i l i t ies of the next classification level to ensure 
employee remain competi t ive for advancement .  Gul and Akbar ( 20 1 2) suggested that 
superv isors hould promote employee on the basis of educat ion, expertise and 
knov l edge for just i fied promotions. Previous perfol111ancc and a person 's  capabi l i t ies 
should account for a large amount of  the variance in  career success. In the same study, 
Gul ,  Akbar ( 20 1 2 ) report that employers should carefu l ly  design employees promotion 
strategi c  . 
2.9 Summa ry 
Chapter 2 bas provided a review of the l i terature conceming the re lationship between 
the transfom1at ional leadership and the human capital development Opportuni t ies with 
the mediating effect of  knowledge avai lab i l i ty and organization cul ture. In the 
relat ionship between the transfol1national leadership and the human capital 
development. Recent studies have expressed considerable interest in  knowledge 
avai l ab i l i ty pract ices and organizational cultu re ( Lai & Lee, 2007) .  Park and Ribiere 
( 2004) ,  have also reported that many scholars c la im that upportive organizational 
cul ture can enable the successful implementation of knowledge management in i t iatives. 
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Organization with ucce ful transformational leader hip have an impact on both their 
culture  a well as their knowledge avai lab i l i ty practices. 
5 1  
Chapter 3 :  Methodology 
3.1 Research M e t h od 
Model or frameworks that are derived from a world view or bel ief ystem about the 
nature of  knowledge and exi tence are tel111ed as a paradigm,  as described by Cohen 
and rablrec ( 2006) .  In th is  tudy, the researcher ha intended to ut i l ize Posit iv ism a 
the re earch parad igm, where the re earcher wi l l  employ a quantitative approach to test 
a prede fined theoret ical  model using empi rical analysis of data col lected using a 
quest ionnaire.  As de cribed by Bunniss and Kel l y  (20 1 0), posi t iv i  m tends to use 
quantitati e methods, often including statistical testing of hypotheses, randomized 
contro l led trials and questionnaires. 
So, by incorporating the posi t iv ism paradigm, the study has based al 1  the inferences, 
ent ire ly  on the empirical ly analysed evidence or infonnation. Bunniss and Kel ly ( 20 1 0), 
has also establ i  hed that posi t ivism tends to determine what exi sts through est imate and 
control theory, which i s  estab l i shed deduct ively and uses the scient ific method to 
develop abstract l aws, describe, predict pattel11s, and looks for connect ion and essential 
law . I t  is  a lso in tended to val idate the hypotheses, which are to be tested in this study 
by ut i l i z ing only the data col lected through the employed data - col lect ion tools and 
then analysing the col lected data using statistical tools and techniques. 
A l l  the inferences made in th is  study and conclusive remarks has empirical bases on the 
results retrieved from the employed stati tical tools and techniques. Thc purpose of the 
quant itative study is to detennine if there is  any stat istical relationship between 
transformational l eadership  style and human capital development Opportuni t ies of 
employees as it leads to improved employee productivi ty and perfonnance and 
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e amme the med iating effect of  knowledge a ai labi l ity and organizational cul ture. As 
a elied by Kieu ( 20 I 0) quanti tative tudies involve deducti e reasoning or developing 
peci fie pred ictions from the l i terature or other sources and in olve te ting hypothese 
whi le qual itat ive studies uti l ize inductive reasoning or developing conclusion 
[rom pec i fic ob ervations or narrati es to look for patterns to develop new ideas. Thi 
rc earch employed quant i tat ive ( deduct ive) approach involving a te t of the 
re earch hypothe es.  
3.2 Resea rc h Q u est ions  
Re carch que t ion w i l l  be addressed within the context of the United Arab Emirates. 
A described earl ier, the rapid ly growing economy of the Uni ted Arab Emirates has a 
cvere problem of local human resources sholiage. This shortage of local human 
re ources coupled with the transactional tyle of leadership the most preva i l ing 
l eadership style in  the country, as described by AI-Al i  ( 2008), is  not helping to resolve 
the i ssue. Despite a l l  the e ffort of the govemment, the problem is  worsening. Moreover, 
the publ ic sector of Abu Dhabi ha also reached saturation and w i l l  not be able to ab orb 
national human resources and at thc same t ime, the private sector is far from being 
effective in  this regard of  absorbing local human resources (AI-Waqfi & Forstenlechner 
20 1 4) .  
So th is  research also indirect ly contributes to  addressing the  problem of shortage of 
local workforce through the evaluation of a potent ial  solut ion for i t  in the form of 
transformational leadership and how i t  impacts the most desirable task of human 
capi ta l  development, in  terms of  local or national workforce in  the Uni ted Arab 
Emirates, in general ,  and in the govemment scctor of Abu Dhab i ,  in particular. So a 
preci e narration quest ions, under consideration in  thi study wi l l  be as fol lows to 
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e amme the factor trueture of Bas and A ol io's Full-Range Leadership Thea!)' 
( F R L  T) in the UAE context.  
• 
• 
Q l - Is there a relationship between the transformational leadership and human 
capital development? 
Q2- Does knD1'i'ledge avai/ability play a mediating role in the relationship 
between trans/ormational leadership and human capital development? 
Que t ion 2 can be d iv ided into two sub-questions, based on the mediating relationship 
it addresses. So, Firstly, sub-question is  intended to address the first pali of the 
mediation of  knowledge avai labi l i ty between the transfoffilational leadership and 
human capital development opportunit ies re lat ionship,  in the context of Abu Dhabi 
go ernment sector. So, its inquirie about the relationship between transfornlational 
l eadership and knowledge Avai labi l i ty. Secondly sub-quest ion,  however, is  intended to 
addre s the later part of the mediation of knowledge avai lab i l i ty between the 
transfornlational l eadership and human capital development Opportuni t ies relationsh ip, 
in the context of  Abu Dhabi government sector. I t  inquiries about the 
relat ionship between knowledge avai lab i l i ty and human capital development, as 
fol lows: 
• Q2. 1 - Is there a relationship between transformational leadership and 
knowledge A vailability? 
• Q2.2- Is there a relationship between knoYl'ledge availability and human capital 
development? 
• Q3- Does organi:::ational wlture play a mediating role in the relation hip 
betvveen transformational leadership and human capital development? 
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im i lariy, Que t ion 3 can a l  0 be divided into two ub-que tion , ba ed on the 
mediating relat ion hip i t  addres e .  0,  the fir t sub-question is  intended to address the 
in i tia l  pati of the mediation of organizational culture, between the tran formational 
leader hip and human capital development Opportunit ie relat ionsh ip, in  the context of 
bu Dhabi govel11I1lent sector. So, it inquiries about the relationship between 
tran fonnational leadersh ip and organizational culture, Moreover, second ub-question, 
i intend d to address the later pali of the mediation of  organizational culture between 
the tran formational leader h ip and human capital development Opportun i t ies 
relat ionsh ip, in  the context of  Abu Dhabi government sector. It inquiries about 
the relat ionship between organ izational cul ture and human capital development, as 
fol low : 
• Q3. 1 - is there a relationship between transformational leadership and 
organi�ational culture? 
• Q3.2- is there a relationship between organi�atio/1al culture and human capital 
development? 
3.2 Research H ypotheses 
The impl ic i t  nature of  human capital development Opportunit ie in  tran formational 
leadership style serves as a foundation for one of  the major factors of this study. 
To answer the first research question, the fol lowing hypothesis to test the relationship 
between transformational leadership styles and human capital development 
opportuni t ies are proposed. 
• H I :  There is a positive relationship between human capital development 
Opportunities of employees and the adoption of transformational leadership 
style by their direct management. 
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Thi d tu y sugge t that knowledge avai lab i l ity i not only a major factor influencing 
human capital development 0ppoi1unit ie but also plays a mediatory role between 
tran fonllational l eader h ip and human capital development, which also was proposed 
in a conceptual tudy by Birasnav and Rangnekar ( 20 1 1 ) . 
To answer the eeond research quest ion, the fol lowing hypothesis is proposed to test 
the mediating effect of knowledge Avai labi l i ty .  
• H 2 :  Imowledge availability mediates the relationship belli'een and human 
capital development and transformational leadership.  
To an wer the th ird research question, proposed were the fol lowing hypothesis  and sub-
hypothese to test the mediat ing effect of organizational culture. 
• H 3 :  An organi::ational cultllre characterized by supportfor innovation mediates 
the relationship beflveen transformational leadership and human capital 
development. 
This hypothesis l eads to two sub-hypotheses. To test the mediatory relationship of an 
organi sational cul ture characterized by support for innovat ion on the re lat ionship  of 
transfonnational leadersh ip  and human capital  development, the researcher wi l l  test the 
relat ionship  between tran fonnational leadersh ip and organ izational culture, first and 
then the re lationship between organ izational culture and human capital development. 
Fol lowing arc the sub-hypotheses, the researcher wi l l  uti l ize them to test the major 
hypothesis H 4 :  
• H 3-a- There is a positive relation hip beflveen transformational leadership and 




H3-b- There i. a po itive relationship between the level of support for 
innovation in the organi::ationa/ culture and human capital development 
Opportunities of employee . 
H 4 :  A n  organi::ational culture characteri::ed by el71plo.vee trust mediates the 
relationship between human capital development and transformational 
leadership. 
Thi hypothesi l eads to two sub-hypotheses. To test the mediatory relationship  of an 
organi sational cul ture characterized by employee trust on the relationship between 
tran fOlTI1at ionai l eadership and human capital development the researcher tested the 
relation h ip  between transfonnational leadership and organ izational culture, first and 
then the relat ionship  between organ izat ional culture and human capital development. 
Fol l owing are the sub-hypothe e , the researcher wi l l  uti l ize them to test the major 
hypothesis H 5 :  
• H4-a- There is a positive relationship between tran.iformafional leadership and 
the level of employee trust within the organizational culture. 
• H 4-b- There is a positive relationship between the level of employee (rllst in the 
organi::ational cliiture and human capital development opportunities of 
emploJ'ees. 
3.3 Resea rc h  Framework 
I n  th is  study, the theoretical framework was inspired by the one proposed by Birasnav 
and Rangnekar ( 20 1 1 )  in their crit ical l i terature review study regarding the re lationship 
between transfolTI1ationai l eadersh ip and human capital devciopment . I propose a 
posit ive relationship between transfonnational leadership and human capital 
development whi le incorporating the mediatory role  of knowledge avai labi l i ty and 
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organ izational cul ture. The framework examines the relationship  between 
tran f0l111ational leadership and human capital development OppOltun i t ies and the 
mediatory relat ion h ip of the remaining three factor which are knowledge 
ava i lab i l i ty and organizational culture.  
A a mediatory re lationship  indicates the influence of  a factor on the original 
relat ion h ip, 0 the theoretical framework wi l l  a lso include med iatory relat ionship  
pair . The e relat ion h ip pai rs include; Firstly, a relationship between transfonnational 
l eader hip and knowledge avai labi l i ty pai red with the re lat ionship  between knowledge 
avai lab i l i ty  and human capital development. Second�v, a relationship between 
tran fonnational leader h ip and organ izational culture paired with the relationship 
between organ izational  cu l ture and human capital development, completing the whole 
model based on the propo ed theoretical framework. So the final model wi l l  incorporate 
a l l  the mediatory factor of the knowledge avai lab i l i ty and organ izational culture, as 
shown in Figure 1 .  
Inve lIDenl m 
• KDowlfdgf nlillbiJity employee 
leamlOg ) • 
Tna formltiOil1 Humu clpital Employee 
ltadmbip • oppor1uDit� empowennenl 
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Figure 1 :  Conceptual research framework 
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3.4 Q u e  t io n n a i re Devel opment  and Design 
The tudy questionnaire wi l l  include cale to measure each of the tudy constructs 
re lying on mea ures that used in previous re earch. This section explains the construct 
and i nstrument u ed in the previous l i terature which wi l l  be used in  the quest ionnaire.  
The quest ionnaire i n  trument designed very eareful ly to ensure the min imization of 
bia . The que t ionnaire invol ed two major part . The fir t part used the M LQ to 
mea ure leadersh ip  using a 5 - point seale as per the questionnaire design (0  = ot at a l l ,  
1 = Once i n  a whi le ,  2 = Sometime , 3 = Fairly often, 4 = Frequently, i f not alway ) and 
the econd part inc luded mea ure of the other constructs using a Likert-type scale with 
5 ( 1  = trongly d isagree, 2 = somewhat di sagree, 3 = neither agree nor Disagree, 4 = 
somewhat agree and 5 = strongly agree). Also, the questionnaire included measures of 
contro l  variables such as gender, experience, education, the income level of  the 
employees. 
3.4. 1 Demograph ic  I n formation Constructs 
Demographic  i n formation categorized in the Questionnaire in paJi A were the questions 
included respondents' data such as CUlTent job t i t ie,  years of service do you have in your 
current company, job category, years served under current manager/supervi sor, gender, 
i ncome level,  years of work experience and educat ion leve l .  
1 )  Leadersh ip  behaviour 
The researcher used Multi/actor Leadership Questionnaire ( M LQ)  5x developed by 
Bass and Avol io in th i s  study for measuring transfonnational leadership.  The MLQ 
has been used in studies as the primary quantitative instrument to measure the 
transfonnational leadership constructs ( Lowe & Kroeck 1 996).  The M LQ has 
widely been used over the pa t years in research studies which publ ished in joumals, 
di  ertat ion 
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book chapters con ference paper , and technical report . 
The in  tnllnent u cd to tudy leader hip in  a variety of organ izational etting 
( Lowe, Kroeck 1 996) .  
The que t ion arc intended to measure the eight factors ( four aspects 
of tran fom1ational leader h ip, three aspects of transactional leadership, and la issez­
faire identi fied in Bas and A o l io 's  ( 1 994) leadership model .  Further questions wi l l  
be  inc luded concerning knowledge Avai labi l i ty, organizat ional culture, and human 
capital de elopment Opportun i t ies aspects. The part ic ipants wi l l  be given an 
a urance of  con fident ia l i ty .  
Bas ' theory posi ts three transfonnational leadersh ip behaviours: attributed 
chari ma, i ndiv idual consideration and intel lectual stimu lation ( Po l i tis  2002) .  The 
responses to the quest ionnaire instruments wi l l  be analysed and wi l l  measure the 
four factors that impact human capital development. In quant i tative research, using 
a questionnaire helps in measuring the imp0l1ant factors for large populations. Judge 
and J udge ( 2000) argue that in add it ion to containing items that assess 
transfonnational l eadership behaviour , the M LQ also has items that asse s 
subordinate outcomes, such as subordinate sat isfaction with the leader. He also 
reports that furthennore, the M LQ rat ings do not include some potent ia l ly  relevant 
outcome , such as organizational commitment or overa l l  job sat isfact ion ( Judge & 
Judge, 2000) .  
Kieu ( 20 1 0) asserted that many researchers who used Mul t i factor Leadership 
Quest ionnaire in  their studies agreed that the M LQ is  one of the most useful 
instruments to measure transfonnational and transactional leader behaviours in the 
organizations. The M LQ questionnaire l icen e was purchased in Engl ish and Arabic 
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o that re pondent could part ic ipate and ful ly  under tand and answer the que t ion . 
The M LQ contain  45 questions used to col lect infollnation on leadership 
beha l Our: tran fonnational leadership beha lour tran actional leader hip 
beha iour and lais ez-fa i re leader hip behaviour. 
Leader h ip  behaviour categorized in  the Questionnaire in part B were the q uestions 
con i ted 45 i tem : Transfolll1ational leadership which consisted five dimensions 
wi th four items per d imension. Transact ional leadership which consisted three 
d imen ion with four items per d imension. Lai ssez-faire leadership which consisted 
one d imen ion with four i tems. 
Table 2: M LQ Scoring Key 
Leadersh ip  Di mensions 
Transformation a l  Leadersh ip  
Ideal ized I n fluence Attributed ( I IA )  
Idea l ized Influence Behaviour ( l I B )  
Inspirational M ot ivation ( lM )  
In te l lectual St imulat ion C IS )  
Indiv idual i zed Consideration ( IC)  
Tra nsaction a l  Leadersh ip  
Contingent Reward (CR)  
M anagement-by- Exception Active ( M EBA) 
M anagcment-by-Exception Passive ( M EBP)  
Laissez-fai re / H ands-off Leadership ( LF) 
Su rvey Questions 
1 0, 1 8 , 2 ]  , 25 
6, 1 4  23 , 34 
9, 1 3 , 26, 36 
2 , 8 , 30, 32 
1 5 , 1 9, 29, 3 1  
1 , 1 1 , 1 6, 35  
4, 22, 24 27 
3 ,  1 2  1 7, 20 
5 , 7 , 28, 33 
leader h i p  Dimen 
I deal ized I nfl uence 
(Attri b u ted ) :  
I dea l ized I n fl uence 
( Be h aviors) :  
I n sp irat ional  
M otivati o n :  
6 1  
Table 3 :  M LQ ( 5 X )  Short Form I tem 
M LQ Statements 
My leader i nsti l l s  pride i n  me for being as oc iated with h im/her 
My leader goes beyond self-intere t for the good of the group 
My leader act in ways that bui ld my respect 
My leader displays a sense of power and confidence 
My leader talk about their mo t important values and bel iefs 
My leader peci fies the impOliance of having a strong sense of 
purpose 
My leader consider the moral and ethical consequences of 
decision 
My l eader emphasizes the importance of having a collective 
ense of mi sion 
My leader talks opt imistically about the future 
My l eader tal ks enthusiast ical ly about what needs to be 
accomplished 
My leader art iculates a compel l ing vision of the future 
My leader expresses confidence that goals  wi l l  be achieved 
I ntel lectu a l  St im u lation : My l eader re-examines critical assumptions to question whether 
they are appropriate 
I nd i vi d u al ized 
Consideration : 
Contingent Reward : 
My leader eeks di ffering perspectives when solving problem 
My l eader gets me to look at problems from many different 
angles 
My leader suggests new ways of looking at how to complete 
assignments 
My leader spends t ime teachi ng and coaching 
My l eader treats me as an individual rather than j ust as a member 
of a group 
My l eader con ider me a having d ifferent needs, abi l i t ie  , and 
a pirat ions from others 
My leader helps me to develop my strengths 
My l eader provides me with a istance in exchange for my 
e fforts 
M a n agem en t-by­
Exception ( Active):  
M a nagement-by-
Exception ( Passive):  
achieving performance target 
My leader make c lear what one can expect to recei ve when 
performance goal are achieved 
My leader expres es sat isfact ion when 1 meet expectat ions 
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My l eader focuses attention on i rregularities, mistakes, 
exception , and deviat ion from standard 
My leader concentrates h i  Iher ful l  attention on deal ing with 
m i  take , complaints, and fai l ure 
My l eader keeps track of a l l  mi takes 
My leader directs my attent ion toward fai l ure to meet tandards 
My leader fai l s  to interfere unti l  problems become seriou 
My leader wai ts for things to go wrong before act ing 
My leader shows that he/she is a firm bel iever in " I f  i t  isn' t  
broke, don 't  fix i t ."  
My l eader demonstrates that  problems must become chronic 
before acting 
Laissez-fai re I H a n ds- My leader avoids gett ing i nvol ved when important i sues ari e 
off: My leader i s  absent when needed 
My leader avoids making dec isions 
My leader delays responding to urgent q uestions 
2) Knowledge ava i lab i l i ty 
The focus o f  th is  study i s  on knowledge avai lab i l i ty effect iveness as perceived by 
employees rather than objective measures of knowledge avai lab i l ity effectivene . 
Therefore, th i s  study measured perceived knowledge avai lab i l i ty  effect iveness in 
the questionnaire in  part C were the questions using a scale consist ing of 1 1  items 
developed by Beccera-Femandez and Sabherwal (200 1 ) . 
3 )  O rganisat iona l  c u lt u re (Oe) 
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uppOJ1 for innovat ion wa mca urcd in the quest ionnaire in  part D using 9 i tem . 
One i tem from Dobin ( 2008) and five item from Ba i and McMurrer (2008) and 
three i tem [rom Scott and Bruce ( 1 994) .  
4)  Employee s tru t ( ET) 
Employee t rust and upport was measured u ing 6 i tems. The first three i tems from 
Gla  er ( 1 98 7 )  and econd three items from O ' Rei ly  (20 1 4).  
3.4.2 H u ma n  Capita l  Development Opport u n ities Constructs 
1 )  I n vestment  i n  employee lea rn i n g  
Investment in  employee development was measured in the questionnaire in part E 
with 6 i tem from Lee and Bruvold ( 2003) and two more item developed by the 
re earcher. 
2) E m ployee E m powerment ( E E) 
Employee empowelment appearing in  the questionnaire in pali F was measured 
using e ight  i tems taken from iehoff ( 200 1 )  with one i tem deve loped by the 
researcher. 
3 )  Promotion a n d  career progression 
Promotion and career progress was measured i n  part G with 3 i tems from Lee and 
Bruvold ( 2003 ) and two items from Gul  and Akbar (20 1 2) .  
3.4.3 Popu l at ion Sample  a n d  Data Col lection 
The study sample consisted of employees i n  3 8  organizations in  the govemmcnt and 
semi -government sector in the Emirate of Abu Dhabi .  The entit ies representing di fferent 
sectors such as Admin istrat ive and Support Serv ices Transportation and Logistics 
Technology and Telecom, Oi l ,  Gas and Energy Manufacturing and Industria l ,  
H eal thcarc and Science, Bank ing and Finance, Sales and Marketing, Media and 
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Creat i  e, Con truct ion and Property ocial  Service and Hospital i ty. The employee 
randomly elected [rom di fferent government and emi government organizations. 
The que t ionnaire distributed to human resources departments at the organizations for 
d i  tribution to the employee. The completed questionnaires col lected from each 
organ i ation by the human resources departments and returned to the researcher. Out of 
500 que t ionnaircs distributed, 394 questionnaires returned, of which 306 ( 1 44 males 
and 1 62 females)  were useable which produced a response rate of 6 1  %. The researcher 
u ed a paper survey quest ionnaire to gather data from the employees in the government 
entit ies .  Perm i  sian has been granted from human resources departments in those 
ent it le and the re earcher personal l y  del ivered and col lected back the questionnaires 
from each research site .  
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Chapter 4 :  Results 
4.1 I n troduct ion 
The purpo e o f  th is  chapter i to reiterate what we found and discu s the generated 
finding in re lat ion to the theoretical body of knowledge on the topic .  The chapter aims 
at cstabl i  hing the re lationsh ip  between the analysed data and the proposed theoretical 
framework . The chapter a l  0 addre sed the practical impl ication of  this d i  seliat ion. 
4.2. D a ta A n alysis  
4.2 . 1  Sample  a n d  Demograph ic Data 
The tudy amplc con isted of employee from 38 organizations in the government and 
emi-government sector in the Abu Ohabi Emirate. The enti ties representing di fferent 
ector such as admin i  trat ive and SUpp0l1 serv ices, transp0l1ation and logist ics, 
techn ology and telecom, o i l ,  gas and energy, manufacturing and industrial,  health care 
and science, banking and finance, sales and marketing, media and creative, construct ion 
and propelty, social  services and hospita l i ty. As mentioned in  Chapter 3 ,  demographic 
i n fonnation about the respondents was col lected including current job t i t le, year of  
service i n  the  current company, job category, years served under current 
manager/ upervisor, gender, i ncome, years of work experience and education leve l .  
• Month ly  i n come of pa rtic ipants 
M any survey part ic ipants receiving a monthly income greater than AEO 40,000. 
The graph in F igure 2 shows that 1 0  part ic ipants ( 3%) receive monthly less than 
AED 1 0,000; 26 part ic ipants ( 8 . 5%) receive monthly between AEO 1 1 ,000 and 
20,000, 46 part ic ipants ( 1 5%) receive monthly between 2 1 ,000 and 30 000 AED, 
52 part ic ipants ( 1 7%) receive monthly between 3 1 ,000 and 40,000 AEO' and 1 72 
part ic ipants ( 56%) receive a monthly more than AEO 40,000. 
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Figure 2 :  Monthly income of part ic ipants 
Years of work experience of participan ts 
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Many survey part ic ipants had earned Years of Work Experience between 0 to 5 
years. The graph in F igure 3 shows that 1 6 1  paliic ipants ( 53%) of survey 
part ic ipants had earned Years of Work Experience between 0 to 5 years, 1 04 
part ic ipants ( 34%) of  survey part ic ipants had earned Years of Work Experiences 
between 6 to 1 0  year , 1 9  part ic ipants ( 6%) of survey part icipants had earned Year 
of Work Experiences between 1 1  to 1 5  years, and 22 part icipants ( 7%) of survey 
part ic ipants had earned Years of Work Experiences more than 1 6  years. 
Participants by Years of Work Experiences 










0 - 5 years 
104 
6 - 10 ye ars 
19 2 2  
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1 1 - 1 5  years 16 or  more ye a rs 
Figure 3 :  Years of  Work Experiences of part ic ipants 
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• Yea r u nder cu rrent u pervision 
The majori ty of  Ul ey part ic ipants had a number of years served under the CUITent 
upervi or between 1 to 3 year . The graph in Figure 4 hows that 1 73 part ic ipants 
( 5 6% )  of survey part ic ipants had number of year erved under the current 
uper i sor between 1 to 3 years, 90 part ic ipants ( 29%) had number of year served 
under the current uperv isor between 3-6 years, and 43 partic ipants ( 1 5%) had 
number of year erved under the current supervisor more than 6 years. 







1- 3 Years 3-6 Years 6 Years 
F igure 4 :  umber of  year served under the CUITent supervisor of  paIt ic ipants 
• Educat io n a l  l evel of part ic ipants 
The majority of  urvey part ic ipants have eamed bachelor s degrees. The graph in 
F igure 5 shows that 32  part ic ipants ( 1 0 .5%) of  the survey part icipants received high 
School D iploma degrees, 1 75 palt ic ipants ( 57%) received bachelor s degrees, 88 
part ic ipants ( 2 8 . 8%)  rece ived master's degrees, and 1 1  palt ic ipants ( 3 .6%) received 
doctorate degree . 
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Participants by Educational Level 
1 7 5  
88 
3 2  
High School Diploma Bachelor's Degree Master Degree 
Figure 5 :  Educat ional level of part icipants 
Job category of participa n ts 




The majority of urvey part ic ipants held a Managerial or Supervisory Jobs. The 
graph in Figure 6 hows that 1 20 part ic ipants ( 39%) of the survey paliic ipants in 
Manageria l  or Supervi sory Job Category, 26 part ic ipants ( 8 .5%) in Technical or 
Engineering Jobs, 87  part ic ipants ( 28%) in  Admin istrative Jobs, 2 part ic ipants 
(0 . 7%) in  Sales or Market ing Jobs, and 7 1  partic ipants ( 23%) of  respondents held a 














Figu re 6: Job category of part ic ipants 
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• Gender of partic ipant  
The majority of  the urvey part ic ipants \ ere female.  The graph in F igure 4 shows 
that 1 62 part ic ipant ( 53%) of the urvey part ic ipants were females and 










4.2 .2  Research Sample Leadersh ip  Sty le 
Percentage 
47. 1 %  
52 .9% 
1 00.0% 
The structure of Bass and Avol io 's  Full-Range Leadership Theory ( FR LT)  in the UAE 
context :  This study used the M LQ ' s  36 i tem to measure transfonnational ,  transactional ,  
and la i  sez- fa i re/hands-off leadership styles ( Bass 1 995) .  The M LQ uses a 5 -point 
L ikert calc. The responses to the items in  the M LQ 5X Short Fonn was that higher 
scores indicate the re pon e is favourable or posit ive. A h igh score means the perception 
of  the peci fic l eadership behaviour i s  trong and a low core means the perception of 
the spec ific  l eader hip behaviour i weak. 
The M LQ was admin i stered to 306 employees. M issing values where replaced by the 
median value of that item ( Me l issa McDenneit)  In this case the missing data for a given 
i tem is  replaced by the median of a l l  known values of that attribute in the class where 
the i nstance wi th the m issing feature belongs. This method i s  also a recommended 
choice when the distribution of the values of a given feature is skewed ( Edgar Acuna 
2004) .  A l l  the leadership d imensions have four items. The score of a 
leadership dimension is the mean score of the items on that dimension. 
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The mean core i a numeric value computed by summing the a erage scores of i tems 
and dividing by the number of item that make up the dimension . To ident ify the 
leader h ip style of the research ample in comparison to the publ ished M LQ nonn 
( Ba 1 99 5 ), we u ed the percent i le for ind i  idual core based on a total of a l l  rat ing 
level . The percent i le of the re earch sample were computed as shown in Table 1 .  
The 50th percenti le  from the M LQ norm table was also l i sted. Comparison between the 
score obtained and the norm show that the l eadership tyle in Abu Dhabi is Ie s 
transformational than the nonn but more in  the laissez-faire/hands-off style than 
the general  M LQ norms. The item measure the eight factors ( four scales of 
tran formational leadership three scale of transactional leadersh ip, and la issez-faire 
ident ified in  Bas and Avol io 's  ( 1 994) leadersh ip model .  
The five cale of transfonnat ional leadersh ip are Idealized Influence ( Attributed) ( I lA )  
and Ideal ized Influence ( Behaviours) ( l IB ) ,  I nspirat ional Motivation ( lM ), Intel lectual 
S t imulat ion ( IS )  and I ndiv idual ized Consideration ( IC) .  The three scale of transactional 
leadership  is  Contingent Reward (CR) ,  Management-by-Exception (Active) ( M EBA) 
and M anagement-by-Exception ( Passive) ( M EBP) .  The laissez-faire scale  ( LF),  a 
shown i n  Table  5 a LF .  The results show that the norms of Abu Dhabi leadership style 
are l ess transfonnational than the general M LQ nonns and more in the lai ssez­
fai re/hands-off style than the general M LQ nonns ( Bass, 1 995) .  The result  is consistent 
with prior studies in non-westem contexts ( Bealer & Bhanugopan, 20 1 3 ; Ryan & Tipu, 
20 1 3 ) .  
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Table 5 :  The percent i les of  the re earch ample 
n 306 306 306 306 306 306 306 306 306 
Percenti l e  I l A  l l B 1 M  I S  lC  CR M E B A  M E B P  LF 
5 0.00 0.00 0 . 00 0.00 0.00 0.00 0.00 0.00 0.00 
1 0  0 . 2 5  0.00 0 . 00 0 .00 0 .00 0.00 0 .50 0 .00 0.00 
20 1 . 00 0 . 5 0  0 . 2 5  0 . 6 7  0 . 7 5  0 . 5 0  0.75 0 .50 0.50 
30 1 . 25 1 .00 1 . 00 1 . 5 0  1 . 25 1 . 25 1 .00 1 .00 1 .00 
40 1 . 5 0  1 . 5 0  1 . 50 1 . 75 1 . 67 1 . 50 1 . 25 1 . 25 1 . 25 
50 2 . 00 1 . 75 2 . 00 2.00 2 . 00 1 . 75 1 . 50 1 . 50 1 . 50 
60 2 . 00 2.00 2 . 00 2 . 2 5  2 .25  2.00 1 . 50 2.00 1 . 75 
70 2 . 2 5  2 .29 2 . 5 0  2 . 5 0  2 . 5 0  2 .50 2 . 00 2 . 1 3  2 .25  
80 2 . 50 2 . 7 5  3 . 00 3 .00 2 . 75 2 . 7 5  2 .25  2 . 50 2 . 7 5  
90 3 . 00 3 .00 3 . 50 3 .25 3 . 25 3 . 2 5  2 .63 3 . 00 3 . 2 5  
95 3 . 2 5 3 . 5 0  3 . 75 3 . 5 0  3 . 50 3 . 7 5  3 .00 3 . 25 3 .75 
M LQ 5 0  3 .00 3 .00 3 .00 2 . 7 5  2 . 75 3 .00 1 . 67 1 .00 0 .50 
Norm 
Scores 
4.2.3 Descriptive Statist ics for the  Study Variables 
The correlations between the sub-constructs e l l A  to C R ), ( IN and TR),  ( ED, EE,  PP)  
are h i gh .  The corre lations between KM,  ( IN & TR) and ( ED EE & PP)  arc highly 
s ign i ficant. Thi s  i s  cal led mult i -col l i nearity. There is always going to be a cor elat ion 
between l atent variab les on the theoretical ground for considering the three col l inear 
l atent factors meaningfu l ly  dist inct the purpose is to explore the overal l  fit or 
relat ionshi p  of the mode l .  The correlations between the sub-constructs of AL and KM, 
IN. TR, E D, EE,  and PP arc posit ive and low in  magnitude but sti l l  sign i ficant . Alpha 
coefficients arc shown i n  parenthes is  on the diagonals .  This  i the same as the 
Cronbach's A lpha stated in Tables 6 and 1 3 **p  < 0.0 1 *p < 0 .05 
I I  306 
l i B  306 




1 1\  306 
TR 306 
ED 306 
E E  306 
pp 306 
Table  6: The correlation betv een the sub-constructs 
Mean 0 I I A l i B  I 1 R 
2 79 1 . 1 7  (0.92) 
2 .72 1 .09 .90" (0.S9) 
2 7'2 1 . 1 8  .92" .92" (0.9 1 ) 
2.76 1 .08 .SS" .S7" .SS" (0.9 1 )  
2.  1 1 .06 .S4" .79" .SO" .SS" (0.S7) 
2 .77 1 . 1 2  .92" .SS" .92" .S9" .S4" (0.90) 
2.57 0.97 . 1 5" . 1 2' . 1 0  . 1 6" . 1 5' . 1 6" 
2 52 1 .03 . 1 3' . 1 2 ' . 1 5" . 1 4' . 1 4' . 1 6" 
2.33 1 . 1 2  . 1 2 ' 0. 1 0  . 1 2' . 1 3' . 1 4' . 1 5" 
2 64 0.99 .23" . 1 9" . 2 1 "  .25" . 2 4 "  . 2 5" 
2.67 1 .04 . I S" . 1 0  . t 2'  . 1 7" . I S*' .20" 
2.82 1 .09 . I s*' . 1 3' . 1 2 "  . 1 7*' . 1 5" . 1 4 " 
4 .2 .4 E x p lorator Factor Ana lysis for M LQ 
K 1 I ' T R  
(0.95) 
.65" (0.96) 
.6S" .SS" (0.97) 
.ss" .64" .63" 
.6s*' .67" .66" 
.57" .SS" . 7 1 '* 
72 
ED EE pp 
(0.96) 
.90" (0.97) 
.S6" .S4" .95) 
Factor analysis was carri ed out to explore the appropriateness of the M LQ in the context 
of Abu Dhab i .  To conduct the analysis the scores of the M LQ quest ionnaire were 
recoded from 0-4 to 1 -5 .  Table  7 shows that the 3 factors accounted for 67 .7% of the 
total variation in the observable variables. The factor analysi results, a shown below 





Table  7 :  M LQ factor ana lysis for total variance 
Total 
1 7. 5 0 1  
5 .079 
1 . 775 
Rotation Sums of S q u a red Loadi ngs 
% of Variance Cumulative % 
48.6 1 4  48.6 1 4  





Table 8:  The M LQ factor analysis resu lts 
Factor of M LQ Component 
I 2 3 
I C ] . 832 - .05 1 - . 1 33 
TC2 . 566 . 1 92 - .203 
I C3 . 762 - .044 - .08 1 
I C4 . 839 -.084 .0 1 0  
I I A I  . 838  - . 1 2 1 .00 1 
I I A 2  . 842 - .050 - .0 1 ] 
I I A3 . 862 - .233 .0 1 5  
I I A4 . 878 - . 1 79 .07 1 
I I B I  .652 - .092 .320 
I I B2 . 842 - .2 1 2  - .033 
I l B3 . 8 1 8  - .095 . 1 85 
I I B4 . 864 - .222 .082 
I M I  . 787  - . 1 65 - .005 
1 M 2  . 823 - .252 .039 
1 M3 . 857  - . 1 1 9 . 1 36 
I M4 . 854 - .253 .040 
l S I  . 8 1 9  - . 1 28 .062 
IS2  . 750 - . 1 49 .24 1 
I S3 . 83 1 - . 1 90 .06 1 
I S4 . 877  - . 1 2 1  .0 1 0  
C R l  . 8 1 7  - .2 1 4  - .030 
C R2 . 836 - . 1 68 - .058 
C R3 . 843 - . 1 06 - . 1 33 
C R4 . 796 - .257 .075 
M BE A l  . 1 06 .288 . 773 
M BEA2 . 568 . 1 64 .407 
M BE A3 . 5 1 3  . 1 90 .398 
M BE A4 . 772 - .029 . 1 70 
M BE P l  - . 1 66 . 575  . 534 
M BE P2 - .2 1 6  . 808 .062 
M B E P3 .09 1 . 729 .032 
M B E P4 .0 1 1  . 744 - 1 1 8  
L F l  - .275 .699 . 352  
LF2 - . 382 . 742 .2 1 8  
L F3 - . ] 93 . 75 7  . 1 34 
L F4 -. 1 75 . 760 .039 
74 
The factor analy i ecm to suggest there are two categoric of leader h ip tyle . The 
fir t factor con i ts ofa  blend of transfon11at ional and tran actional leadership attribute 
and the cond factor uggc ts la is ez-fairelhand -off leadership style. However, there 
were ome uncertaint ies around the item group M BEA I and MBEP 1 . The exploratory 
ana ly  is wa perf0n11ed again by speci fying the number of factor to two and the results 
are shown in Table 4 and Table 5, respect ively.  
The 2 [actor accounted for 64 .2 % of the total variation in  the observable ariable . 
There was better e larity in  MPEB 1 but the misal ignment of the item M BEA I remained. 
Thi coul d  be due to mistranslation or misunderstanding of  the question in a speci fic 
cu l tural context. Hence i t  was decided to exclude the i tem MBEA l from the analysis .  
The factor anal ysis indicates that the leadership style of  Abu Dhabi managers perceived 
by their subordinates is ei ther act ive or passive/reactive. The active leadership factor 
inc lude Ideal ized infl uence ( Attributed),  Ideal ized Influence ( Behaviour), I nspirational 
Mot ivat ion, Inte l lectual St imulation, Individua l i zed Consideration, Contingent Reward 
and three of the four M anagement-by-Exception ( Active) i tems. The passive/reactive 
leadership style consists of M anagement-by-Exception ( Passive) and Laissez-faire .  





] 7 .638 
5 .460 
Rotation S u m s  of S q u a red Loadings 
% of Variance 
48.994 
1 5 . 1 65 
Cumulative % 
48.994 
64. 1 59 
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Table 1 0 : The M LQ factor ana ly is  rc u l t  of leadership tyles 
Factor of M LQ Component 
1 2 
I C ]  . 8 1 0  -. 1 1 4 
t C 2  . 5 3 0  .093 
I C3 . 746 - .087 
I C4 . 8 3 5  -.093 
I t A I  .834 - . 1 30 
H A2 . 8 3 5  - .068 
J l A3 . 862 - .230 
J l A4 . 8 84 - . 1 59 
I I B l . 690 . 0 1 6  
I l B2 .837 - .228 
I I B3 . 8 3 7  - .039 
I l B4 . 8 73 -. 1 95 
I M l  .784 - . 1 72 
1 M 2  .828 - .238 
1 M 3 . 8 70 - .080 
I M4 . 8 5 9  -. 240 
l S I  .823 - . 1 1 4 
I S 2  . 7 79 -.068 
I S3 . 8 3 7  -. 1 72 
I S4 . 8 74 -. 1 2 8 
C R l  . 8 1 2  - .22 8  
C R2 . 826 -. 1 96 
C RJ . 822 - . 1 65 
C R4 .805 - .229 
M B EA l . 1 96 . 547 
M B E A 2  .6 1 1 .288 
M B EA3 . 5 54 . 3 1 0  
M BEA4 . 7 8 8  .0 1 8  
M B E P I  -. 1 1 2 .733 
M B E P2 - .228 .780 
M B E P3 .075 .689 
M B E P4 - . 024 .65 1 
L F l  - .246 . 785 
L F2 - . 3 7 1 .778 
L F3 -. 1 94 . 7 5 8  
L F4 -. 1 89 .726 
4.2 .5  E xploratory Factor  Ana l  is for KM OC and H C D  Opport u n it ies 
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Table  I I  hO\ that the 4 factor accounted for 74.6% of the total variation in the 
ob ervable variables. Factor 1 represent human capital development Opportunit ie 
(H D) ,  factor 2 describe knowledge management ( KM )  factor 3 represent 
organ izat ional characterized by support for innovat ion ( IN )  and factor 4 indicates the 
organizational cul ture characterized by employee trust (TR) .  







1 3 . 386 
8 . 1 93 
8 . 1 23 
5 . 3 5 7  
Rotation S u ms o f  Squared Loadi ngs 
% of Variance Cumulative % 
28 .48 1 28 .48 1 
1 7 .43 1 45 .9 1 2  
1 7 .284 63 . 1 96 
1 1 .398 74.594 
I n  addi t ion to the M LQ, another set of scales to measure knowledge management ( KM) ,  
an  organizational culhlIe charactelized by supp0l1 for innovat ion ( IN ), an  organizational 
cul ture characterized by employee trust (TR) ,  and human capital development 
Opportuni t ies ( RCD)  were also admin istered to the respondents in this study. The 
exploratory factor analys is  in Table 1 1  shows that the i tems can indeed be grouped 
under these factors . 
Table 1 2 : Factor analysis resu l ts for KM, OC, RCD opportunity 
Component 
1 2 3 4 
KM l . 1 57 . 759 . 1 52 - .020 
KM 2  . l 74 .667 . 35 1 - . 1 08 
KM3 . 306 .693 . 2 77 .23 1 
KM4 .308 .783 .24 1 .235  
KM 5  . 1 83 .680 . 1 77 .369 
KM 6  .200 . 705 . 1 84 .270 
K M 7  .306 .729 . 1 64 .379 
KM8 . 299 . 738  . 1 0 1 .330 
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KM9 . 307 . 758  . 1 1 7  .290 
KM I O  . 25 1 . 708 .235 - .073 
K M l 1 .345 .658 . 224 .262 
I N ]  . 3 1 9  .272 .668 .328 
I N 2  A08 .245 .724 .245 
I N3 . 378  .257  . 760 .228 
I N4 . 366 .299 . 745 .26 1 
I NS . 340 . 1 8 1 .778 . 274 
I 6 . 395  .325 .640 . 1 34 
I N7 . 346 .3 1 1  . 7 1 0  .259 
I N8 . 3 1 0  .202 .728 .252 
I N9 A25 . 1 99 .664 . 1 80 
T R l  A05 . 24 1  .373  .679 
T R2 A09 .246 .334 . 7 1 0  
T R3 A38 . 244 . 3 80 .669 
T R4 . 370 .259 . 366 . 736 
T RS A I 0  .328 .34 1 .694 
TR6 . 368 .258  .39 1 .683 
E D l  .689 .239 A09 . 1 83 
E D2 . 7 57  . 1 52 .385  . l 76 
E D3 .699 . 1 53 . 355  . 1 77 
E D4 . 752  . 1 87 . 33 1 .262 
E DS . 73 1 .235  .234 .239 
E D6 . 740 . 243 .242 . 1 05 
E D7 . 7 1 4  .354 . 1 34 .238 
E D8 . 827  .253  . 245 . 1 3 1  
E E l  .638 . 275 A39 .248 
E E2 .638 .29 1 A49 .244 
E E3 . 708 .254 .395 . I 70 
E E4 .647 .284 .349 . 220 
EES .683 . 307 . 380 .253  
EE6 .6 1 8  . 348 . 383 .3 1 8  
E E7 .620 .305 . 399 . 3 1 7  
E E8 .647 .308 .3 1 1 . 302 
P P l  . 7 1 7  . 272 .257  .260 
P P2 . 72 1 . 275  .26 1 . 3 1 2  
P P3 . 7 7 1 .249 .285 . l 76 
P P4 . 724 .28 1 . 1 83 . 235  
P PS . 7 1 9  .262 . 1 47 .236 
The factor of  human capital development Opportuni ties ( HCD) was further broken 
down i nto 3 sub-factors as confinlled by the exploratory factor analysis as i l l ustrated in  
the  factor ana lysis variance for three sub-factors of  BCD accounted for about 80% of 
7 
the ariation in the ariable a hown in Table  1 3 . Table  1 4  with [actor I repre enting 
employee empowennent ( EE),  factor 2 represents employee de e\opment 





Table 1 3 :  Factor anal ysi of total variance of RCD 
Total 
6 . 7 1 8  
5 . 1 86 
4 .903 
Rotation Sums of Squ a red Load ings 
% of Variance Cumulative % 
3 1 .988 3 1 .988 
24.695 56.684 
23 .349 80.033 
Table 1 4 : Factor analysi results for RCD opportunity 
Component 
1 2 3 
E D l  . 343 .766 .378 
E D2 . 376 . 792 .347 
E D3 . 349 .8 1 4  .248 
E D4 . 504 .66 1 . 35 1 
E DS . 533  .523 . 375  
E D6 .440 .459 .498 
E D7 .499 .489 .425 
E D8 .464 . 5 9 1 .494 
E E l  .692 .438 .323 
E E 2  . 7 1 3  .4 1 6  .332 
E E3 . 7 89 .308 .364 
E E4 . 79 1  .249 .336 
E ES .808 .347 .326 
EE6 . 747 .366 . 338  
EE7 . 762 .374 . 307 
E E8 .64 1 . 364 .426 
P P l  .407 .405 .67 1 
P P2 .408 .463 .647 
P P3 . 3 70 .489 .672 
P P4 . 354 .259 .832 
P PS . 33 1 . 255  .820 
4.2.6 Confirmatory Factor Ana l  si  and Model Estimation 
79 
on (im1atory factor ana ly i ( CFA) wa conducted to veri fy the theolized construct of 
the ob erved variable namely the main con tnlct active lcadership CAL)  and i ts 7 sub­
construct , and the main constructs knowledge management ( KM) , organizational 
cul ture characterized by support [or innovat ion ( IN) ,  organizational cul ture 
characterized by employee trust (TR)  and human capital development Opportunities 
( HC D )  with it 3 ub-constructs. SPSS AMOS i s  uscd to carry out the confinnatory 
factor ana ly  i and model estimation using tructural equation model l ing ( SEM)  
4 .2 .7  Test ing  for Normal i ty a n d  Common Method Variance ( C M V) 
Mo t of  the estimation technique used in  the SEM assume mult ivariate nonnal i ty.  
M ultivariate nonnal i ty can be tested by examining the skewness and kurtosi s  values of 
ind ividual variable prior to model est imation. Tables 1 5  and 1 6  shows the skewness 
and k urtosis values for the main construct of active leadership, knowledge Avai labi l ity, 
an organizational culture  characterized by support for innovat ion, an organizat ional 
cu lture characterized by employee trust and human capital development Opportuni ties 
computed by SPSS AMOS. The values of skewness and kurtosis between -2 and +2 arc 
usual l y  considered as acceptable ( George & Mal ley, 20 1 0) .  The results show that a l l  the 
skewness and kurto is value are with in  the acceptable range. Besides, the maximum 
l ike l ihood estimators used 111 structural equation model l ing analysis is  a l  0 
considered robust to violat ions of  nonnal i ty assumption ( Bol len, 1 989; Reinaliz 
2009). 
80 
Table  1 5 : Values of  kewne & Kurto is for the AL variables 
Variable  Skew c.r. K u rtosis c.r. 
!V I A2 0.363 2 .593 -0.848 -3 .029 
M A3 0.525 3 . 752 -0.6 1 1 -2 . 1 8 1  
M A4 0.256 1 . 828 -0.80 1 -2. 862 
C R I  0.099 0.709 - 1 .007 -3 . 595 
CR2 -0.003 -0.024 -0.967 -3 .454 
C R3 0.067 0.479 - 1 .  03 1 -3 .68 1 
CR4 0.37 2 . 64 - 1 .008 -3 .6 
I C I  0.096 0 .686 - ]  .083 -3 .868 
I C2 -0.073 -0.524 - 1 .0 1 4  -3 .6 1 9  
I C3 0. 1 39 0.99 1 - 1 .023 -3 .65 1 
I C4 0.083 0.595 - 1 . 1 65 -4. 1 58 
l S I  0.068 0 .487 - 1 .047 -3 .739 
I S2 0.088 0.629 -0. 862 -3 .077 
I S3 0.054 0.383 -0.903 -3 .225 
I S4 0.09 0.643 - 1 .0 1 4  -3 .62 1 
1 M !  0.238 1 .699 - 1 .06 -3 . 784 
1 M 2  0 .366 2 .6 1 2  - 1 .037 -3 .703 
1 M3 0.083 0.595 - 1 . 1 1 9  -3 .996 
I M4 0. 1 76 1 .258  - 1 .035 -3 . 696 
l i B !  0. 1 3 7 0 .978 -0.93 -3 .32  
I I B2 0.2 1 7  1 . 548 - 1 .008 -3 .60 1 
l I B  3 0.093 0.665 -0.932 -3 .329 
I I B4 0. 1 32 0.946 - 1 . 096 -3 .9 1 3  
I I A 1  0.08 1 0 .579 - 1 . 1 9 1  -4 .253 
I IA 2  -0.064 -0.458 - 1 .034 -3 .69 1 
I I A3 0.22 1 1 . 58  -0.983 -3 . 5 1 
I I A4 0. 1 3 1  0 .938 - 1 . 042 -3 . 722 
8 1  
Table 1 6 : Value of Skewne & Kurtosi for KM, TR, IN & BCD ariables 
V a rial  
Ske\\ K u rto i Variabl  Ske K u rtosi c.r.  c.r. c.r.  C.r. e s e w s 
TR 1 - 1  0.785 
2 .  0 
KM2 1 .699 6.068 7 . 1 39 1 .068 7.625 
T R2 -0.807 
5 . 766 
0.307 1 .097 KM l 
1 .037 7 .406 
0.77 2.75 1 
R3 -0.7� 0.04 
0. 1 4  
PP5 -0.949 5 . 1 97 3 0.329 2.35 3.389 
T R4 -0. 08 0.34 1 
1 .2 1  






0.439 3 . 1 34 
-0.698 
2.492 








I 1 -0.789 0.224 
0.79 
P P I  -0.709 -2.53 
5 . 633 9 0.527 3 .76 1 
2 -0.884 0.328 
1 . 1 7  
EE8 -0.467 
6.3 1 3  2 0 .535 3 .82 1 1 .667 
3 -0.765 0. 1 
0.35 
EE7 -0.022 
5 .46 1 9 0. 8 1 6  5.83 0.077 





2 .2 1 3  5 .037 
-0.922 0.236 
0.84 
EE5 -0.62 -0. 1 97 5 
6.584 3 4 .429 0.704 
6 -0.469 
3 . 3 5 2  
-0.486 
1 . 735 
E E4 




4.2 1 1 
-0.285 
1 .0 1 7  
EE3 
0.699 4.993 




EE2 -0.65 -0.353 8 -0.9 1 4  
6 .525 8 4 .645 1 .262 
0. 1 22 
0.43 
E E l  -0.8 0.037 0. 1 3 3 9 -0.738 
5 . 2 7 1 4 5 .7 1 
KM l 1  -0.67 
4 . 7 86 
-0. 1 0 1  
0 .36 1 
ED8 
0.624 4.454 
-0.3 7 1  
1 .324 
KM I 0  -0.64 1 
4 . 5 77 
-0. 1 75 
0.625 
ED7 




3 . 1 26 
-0.607 
2. 1 68 
ED6 
0 .705 5 .037 





ED5 -0. 6 1  
4.359 
-0.06 1 
0.2 1 9  
K M 7  -0.642 
4 . 5 84 
-0.093 
0.3 3 1 
ED4 
0.7 1 5  5 . 1 07 




E D3 -0.047 KM6 -0.796 
5.688 9 0.842 6.0 1 2  0 . 1 69 
KM5 -0.644 -0.4 1 5  ED2 
0 .742 5 . 297 
-0. 1 1 3 




1 . 1 67 
E D t  
0.773 5 .52 1 
-0. 1 67 
0.598 
0.44 1 




Mahalanobi di tance wa al  0 conducted to screen for mul t i  ariate outl ier . The re u l t  
of  the fi r 1 1 0  ca e , a hown in  Table 1 7  and 1 , Kline ( 20 1 1 )  uggests p-value < 
0.0 1 a an indication of an out l ier in Mahalanobis distance. There appears no obviou 
pre ence o[ outl iers as the lowest p-value is  above 0.0 1 . As [or invest igating the 
l ikel ihood and degree or  variance that is  attributed to thc measurement method rather 
than to the construct being measured, Hal111an ' S  single factor test i used to ident i fy 
common method variance (CMV) .  CMV is assumed to exi t i f  a s ingle factor emerges 
[rom unrotated factor solut ion or a first factor analysis explains the most of the variance 
in the variables ( Podsakof[ & Organ, 1 986; Malhotra, 2006) .  Tables 1 9  and 20 show 
the explained variance ofa  single factor model,  i .e .  less than 50% is  an acceptable level. 
Table  1 7 : Value of M ahala nobis d-squared for the AL variables 
Observation 
M a hala n obis d-squ a red p-va lue  
n u mber 
22  44.367 0 .0 1 9  
1 1 9 44. 1 39 0.02 
1 2 1  44 . ] 39 0.02 
3 1  44 .072 0.02 
1 1  43 .999 0.02 1 
1 04 43 .8 1 4  0.022 
225 43 .8 1 4  0.022 
58 4 1 . 89 1 0.034 
28 1 4 1 . 89 1 0.034 
242 4 1 .726 0.035 
Table 1 8 : Values o f  Mahala nobis d-squared for the KM, TR, IN & RCD variables 
Observat ion n u mber M a h alanobis d-squ a red p-val u e  
2 3 6  67.98 0.024 
7 5  67 .648 0.026 
298 67 .648 0.026 
3 6  66.593 0.03 1 
1 07 66.3 9 1  0.033 
228 66.39 1 0.033 











Tabl 1 9 : Explained a single factor variance for the AL variables 
Component  Extraction Sums of  Squared 
I n i t ia l  E igenval ues Load ing 
Variance C u m u lative Variance C u m u Lative 
Total % % Total % % 
7 .2 1 5  32 . 79 7  32 .797 7 .2 1 5  32 .797 32 .797 
2 4 .540 20.635 53 .433 
3 2 .486 1 1 .300 64 .732 
4 1 . 056 4 . 802 69 .534 
5 . 856  3 . 892 73 .426 
6 .677 3 .077 76.503 
7 .6 1 7  2 . 806 79.309 
8 . 5 8 1 2 .643 8 l .952 
9 . 5 1 4  2 . 3 3 7  84.289 
1 0  .455 2 .067 86 .356 
Table  20:  Explained a s ingle  factor variance for the KM, TR, IN & HCD variables 
Component  Extraction Sums of Sq u a red 
I n i tia l  Eigenvalues Load ings 
V ariance C u m u l ative Va riance C u m u l at ive 
Total  0/0 % Total  % % 
1 4 . 1 76 30. 1 62 30 . 1 62 1 4 . 1 76 30. 1 62 30. 1 62 
2 1 2 .393 26 .368 56 .529 
3 3 . 893 8 .282 64. 8 1 1  
4 1 .453 3 .093 67 .904 
5 1 . 1 58 2 .464 70.368 
6 l .025 2 . 1 8 1  72 .549 
7 .92 1 1 .959 74.508 
8 . 855  l . 8 1 9  76 .327 
9 
1 0  
. 8 1 3  
.697 
1 . 730 
1 .483 
4.3 C o n fi rm ator Factor A n alysis 




The main construct act ive leadership CAL)  and its seven sub-constructs are: i )  
Ideal ized i n fluence-Attributed ( I TA )  i i )  Ideal ized Influence-Behaviour ( l IB ), i i i )  
I n  p irational Motivation ( 1 M ), iv )  I ntel lectual St imulation ( IS)  v )  Individual ized 
Consideration ( IC ), v i )  Contingent Reward (CR) ,  and v i i )  Management-by- Exception 
Active ( M BEA or M A ), as shown in  F igure 7 .  The 7-M LQ cale scores are the average 
core for the i tem on the scale ( Bass, ] 995 ). A factor loading of 0 .7 or greater is used 
to detennine the s ign ificance of a l atent variable . 
.... 
. " 
" '. ' 
Figure 7 :  The main and sub-constlllcts of M LQ 
The cut-off 0 .7  is u ed because 0 .7  squared is 0 .49,  and this is interpreted 
as roughly  
hal f of  the  variab i l i ty exhibi ted in  the  observable variable is  explained by
 the  underlying 
85 
factor ( Lee & ron in ,  20 1 6 · Dol l ,  1 995 ) .  In general ,  a l l  the factor loadings on the main 
and ub-con tructs are high e cept i tem I lB 1 ,  IC2, MA2 and MA3 . The factor loadings 
and the ariabi l i ty accounted for by their latent variables l I B, IC and MA respectively 
are low compared to the other item . Therefore, these four i tems were removed from 
the model ,  as shown in Figure 8. S ince two out of three Managcment-by-Exception 
( ct ive )  \ ere taken out, and the cale Management-by-Exception ( Active) is le ft with 
only one i tem, i t  wa decided to exclude this scale from the analysis as dropping this 
one i tem from the analysi w i l l  not cause a sign i ficant los of infonnation. 
F igure 8: The main and sub-constructs of M LQ with the two i tems deleted 
The M LQ re u l t  in this study is consistent with prior studies in non-western contexts. 
Bealer and Bhanugopan ( 20 1 3 ) asserted in their study that compared to the USA, the 
prevai l ing leadership  style in  the UAE is  sl ight ly  less transfornlational, whi le i t  is more 
on par wi th  tran actional lcadership.  However, there is a di fferentiation between the two 
tran actional factors in non-Western contexts with CR s l ight ly lower than the nonn an
d 
M BEA, s l ightly h igher. The biggest di fference is the prevalence of passive-
avoidant 
l eadership,  which was sign i ficant ly  higher in the UAE than elsewhere. R
yan and Tipu 
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( 20 1 3 ) a erted that the l i terature doc not widely report on these dimen ions of active 
l eader hip and pa e-a oidant leader hip. They also argued that an examination of the 
l i terature docs n reveal exten ive evidence [or thi combination of theoretical 
l eader hip concept . 
However, th i lack of  prior evidence may be a consequence of the lack of  extensive 
e aminations of  the M LQ within the non-Western contexts. Bealer and Bhanugopan 
( 20 1 3 ) argued that the leadersh ip style in the UAE context was found to be 
l ess trans[om1ational and more passive avoidant than managers in the USA and Europe. 
Ba ( 2003) found that in contrast with earl ier research, both contingent reward and 
tran f0n11ational l eadership of p latoon leaders were equal l y  predict ive of perf on nance. 
Sheikh ,  Abdul lah ( 20 1 3) asserted also that transfonnational leadership may not work 
wel l  i n  the M iddle East due to a h ierarchical nature of organizational cultures in these 
contexts. Bass and Bass ( 2003 ) argued that Bass ( 1 985)  may have e levated transactional 
contingent reward leadership c loser to transfonnational by including in  its definit ion 
impl ic i t  contracts and recogni t ion, thus closing the gap between these two styles in 
tenns of effects on motivation and perfonnanee. 
The fit indices arc l i sted in Table 2 1 .  A l though Chi -square s ign ificance =0.000, the 
other indices show that the model has a good fit and al igned with the suggested stati stic 
proposed by L i- tze Hu ( 1 998)  such as goodness-of-fit indices ( G F I )  for model show the 
GFI=0.972 (>0.90) the Comparat ive fit index (CFI )  =0.984 (�0.90), the 
C M IN/DF=2 .5 1 1  « 3 ) ,  Adjusted goodness-of-fit  index ( AGFI )  =0.904 (�0.90) and 
T LI=0.959 (>0 .95) .  The results of the measurement model ,  which are the indicators of 
the l atent variabl es of  Figure 8 are shown in Table 22. A l l  the factor loadings arc 
sufficient ly h igh and the h igh values of Cronbach 's  Alpha, Composi te Rel iab i l i ty (CR)  
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and A cragc anance xtracted ( AVE) al 0 reflect high internal consi teney and 
rel iab i l i ty of the main con truct and all the ub-con truct . 
Table 2 1 :  The fi t indice 
ta t ist ic I ndex value Obtained Suggested Acceptable 
Level 
Chi- quare signi ficance 0.000 > 0.05 
C M INIDF 2 . 5 1 1 <3 
G F I  0 .972 > 0.90 
AGFI  0.904 > 0.80 
TLI  0.959 >0.95 
CFT 0 .984 >0.90 
RM SEA 0.057 <0.06 
Table  22 :  : M LQ confinnatory factor ana lysis of resul ts 
Construct  Scale Factor C ronbach's  CR AVE 
Loading Alpha 
AL I l A  0 .98 0 .98 0 .97 0 .85 
1 1 B  1 .00 
1 M  0 .78  
IS  0.99 
IC 0.95 
C R  0 .80 
Sub-Construct 
l l A 1 1 A l 0 .84 0.92 0.92 0.75 
HA2 0.83 
l lA3  0 .89  
l l A4 0.90 
l I B  1 1 B2 0 .85  0 .89 0 .89 0.73 
I I B3 0 .82 
I I B4 0.90 
1 M  1 M I 0 .85 0 .9 1 0 .94 0.80 
1 M 2  0.92 
1 M 3  0 .86 
L M4 0 .94 
J S  l S I  0 .8 1 0 .9 1 0.9 1 0 .72 
IS2 0 .78 
I S3 0 .87  
I S4 0.90 
I C  I C I 0 .84 0 .87 0 .88 0 .7 1 
IC3 0 .78  
IC4 0.90 
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R R I  0 .87  0.90 0.93 0.77 
CR2 0 .87  
CR3 0 .88  
C R4 0.89 
4.3.2 Confirmatory Factor A n a lysis for KM ,  I N, TR & HCD 
i m i larly, CFA was perConned on  the main constructs knowledge management 
( KM) ,  organizational cul ture characterized by support for inn ovat ion ( IN ), 
rganizational cu l ture characterized by employee tnlst (TR),  human capital 
de clopment Opportuni t ie  ( HCD)  and its 3 sub-constructs i .e. i nvestment in  employee 
development ( ED ), employee empowennent ( EE) and promotion and career progress 
( PP) .  The con truct are depicted in F igure 9. An i tem with factor loading l ess than 0.7 
h as been excluded. Al l  the factor loadings are above 0 .7  except for K.M 1 ,  KM2 and 
KM I O. Therefore, these i tems were removed from the model , a shown in Figure 1 0 . 
Figure 9 :  The main and ub-construct of KM, TR, IN, HCD and ED, EE, PP 
Figure 1 0 : Main and KM,  TR, IN HCD & ED, EE, PP sub-constructs + 3 
i tems deleted from KM.  
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The fi t  i nd ices are l isted in Table 2 3 .  Al though Chi-square significance =0.000 the other 
indice show that the model has a good fit and al igned w ith the suggested statistic 
propo ed by  Hu ( 1 998)  such as goodness-of-fit  indices (GF I )  for model show the 
GFI=0.945 (2:0.90), the Comparative fit index (CFI )  =0.945 (2:0.90), the 
C MINIDF=2 .839 « 3 ), Adjusted goodness-of-fit  index ( AGFI )  =0.899 (2:0.90) and 
TLI=0.937 (>0.95) .  Moreover, Tables 23 and 24 show the results of the measurement 
mode l .  The h igh factor loadings and the values of Cronbaeh 's  Alpha, Composi te 
Rel iab i l i ty ( C R )  and Average Variance Extracted (AVE) confinued the theorized 
constructs in the tudy. 
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Table 2 3 :  The fit indice 
I ndex value Obtained Sugge ted Acceptable 
Level 
Chi- quare s ign ificance 0.000 > 0.05 
M I  IOF 2 .839 <3 
GFI  0.936 > 0.90 
AGFI  0.899 > 0.80 
TLI 0 .937 >0.95 
CFI  0.945 >0.90 
RMSEA 0.066 <0.06 
Table 24: HeO confinl1atory factor analysis 
Construct  I tem Factor Cron bach's  A l p ha C R  A V E  
Loading 
KM KM3 0.8 1 0.95 0.95 0.63 
K M4 0.89 
K M 5  0.79 
KM6 0 .75  
K M 7  0.90 
K M 8  0.87 
K M 9  0 .88 
KM l l  0 .82 
I N  IN I 0 .82 0.96 0.96 0.75 
IN2 0.90 
IN3 0.9 1 
IN4 0.93 
INS 0.90 
IN6 0 .8 1 
IN7 0 .88 
IN8 0 .82  
IN9  0.80 
T R  TR 1 0.89 0.97 0.97 0 .84 




TR6 0.9 1 
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4.3.3 E M  E t imat ion a n d  A n a lysis 
ow the tructural model which is  the port ion of  thc model that spec i fi es how the 
l atent ariable are related to each other based on Figure 1 ( that show the conceptual 
framework of the relat ionship between transformat ional leadersh ip, knowledge 
A a i lab i l i ty, organ izational culture and human capital development) is estimated and 
the un tandard izcd coeffic ient estimate of the model is presented in F igure 1 1 . 
The fit  i nd ice are I i  ted in Table 25 .  Although Chi-square sign ificance =0.000 the other 
indices show that the model ha a good fit and al igned with the suggested stat ist ic 
proposed by H u  ( 1 998)  uch as goodness-of-fit  indices (GF I )  for model show the 
G F I=0.953 (2::0 .90),  the Comparative fi t index (CF I )  =0.989 (2::0.90), the 
C MINIDF=2 . 1 44 « 3 ), Adjusted goodness-of-fit  index ( AGFI )  =0.9 1 6  (2::0.90) and 
TLI=0.984 (>0.95) .  
Table 25 :  The fi t indices 
Statist ic I ndex value Obtained Suggested Acceptable 
Level 
Chi-square s ign i ficance 0.000 > 0.05 
C M IN/DF 2 . 1 44 <3 
GFI  0.953 > 0.90 
AGFI  0.9 1 6  > 0.80 
T L I  0.984 >0.95 
C F I  0.989 >0.90 
RMSEA 0.06 1 <0.06 
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Figure 1 1 : Structu red conceptual framework of  the research model 
The standard ized coefficients of the structural model are shown in F igure 1 2  and Table 
22 .  The analysis show that there is  a sign ificant posit ive re lation hip between human 
capital  development OppOliun i t ies of employees and the act ive leadership style by their 
d i rect management. There are also s ign i ficant posit ive relation hips between active 
leadership and knowledge Avai labi l i ty, organ ization culture characterized by upport 
for innovation and organization cul tu re characterized by employee Illst respective ly. 
Figure 1 2 : standardized regression weights of the structural model 
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In addi t ion, the data al 0 ind icate that there are sign i ficant posit i  e relation hip 
between knowledge avai labi l i ty and human capital  de elopment, organ izat ion cul ture 
characterized by Upp0l1 for innovati e behaviour and human capital development 
Opportun i t ies a wel l as organization culture characterized by employee trust and 
human capital development To analyse the mediating effects of knowledge avai lab i l i ty, 
organization cul ture characterized by support of innovat ive behaviour and organization 
cu l ture characterized by an employee t rust, the standardized coeffic ients were obtained 
by execut ing the structural models,  as shown in Figures 1 3 , 1 4, 1 5  and 1 6, respect ively. 
The d i rect effect of  active l eadership  to human capital  development Opportun i t ies is  
s ign i ficant.  The standardized estimate i s  0 .208 with a p-value of 0.000. 
F igure 1 3 : Direct effect of act ive l eadersh ip to HCD 
However with the mediator variable knowledge management ( KM )  as shown in  Figure , 
1 3b,  the d i rect effect has reduced giving a standardized estimate of 0.079 with a p-value 
of  0 .043 . Some of the effects have been sh i fted to the mediator and thus ind icates the 
presence of the part ia l  mediating effect of knowledge avai lab i l i ty to human capital 
development. 
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Figure 1 4 : Mediating effect of knowledge managment 
The mediator variable organization culture characterized by upport of innovative 
behaviour as hown in Figure 1 3c,  the direct effect has reduced giving a standardized 
e t imate o f  O. 096 with a p-value of O. 0 1 0. Some of the effects have been shifted to the 
mediator and thus indicates the presence of the part ial mediating effect of organization 
cu l ture characterized by suppOli of i nn ovative behaviour to human capi tal development. 
Figure 1 5 : Mediating effect of  OC characterized by support in  innovat ive 
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The mediator variable organization culture characterized by employee trust (TR)  a 
hown in  F igure 1 3d,  the d irect effect has reduced giving a tandardized e t imate of O. 
099 with a p-value of  O. 006. ome of the effects have been shi fted to the mediator and 
tllU indicate the presence of the part ia l  med iating effect of organization cultme 
characterized by employee tru t to human capital development. 
Figure 1 6 : Mediat ing effect of OC characterized by employee trust 
S ince there i a reduced level of  significance from the d irect effect without mediation 
to d i rect effect w ith mediation in the re lationshi p  of  act ive leadership  and human capital 
development Opportu ni ties for a l l  the cases shown in Table 26, therefore the data 
i ndicates the presence of pali ia l  mediat ing effect of knowledge Avai labi l i ty, 
organization cu l tu re characterized by support for innovation as well as organ ization 
cul ture characterized by employee tnlst in the relationship  between act ive leadership 
and human capital  development. 
Table  26: Direct/ind irect effects of active leadersh ip to HCD opporhmi ty 
Relatio n s h i p  
A L � KM � HCD 
AL � IN � HCD 
A L � TR � HCD 
Di rect w i t h o u t  M ediat ion 
E t i m a te (p-value)  
0.208 (0 .000) 
. 
0 .208 (0 .000) 
0.208 (0 .000) 
Di rect with M ediation 
Est imate (p-value)  
0.079 (0 .043)  
0 .096 (0 .0 1 0) 
0.099 (0.006) 
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4.3.4 Relat ion h ip  beh een Pa si elReactive Leadersh ip  and H e n  
en  though pa  ive/react ive leader h ip  is  not within the scope of this study, however, 
i t  i of  inlere t to examine briefly  the relat ionship  between passi elreaetive leadership 
and human capital  de c\opment. The exploratory analysis in  Table 2 shows that the 
construct of pa s ivclreactive leadership consi st of Management-by-Exception 
C Pa si e) and Laissez- faire p lus one i tem MBEA l from the scale Management-by­
E xcept ion ( Acti  e) .  The item MBEA 1 is dropped from the analysis as its factor loading 
is low compared to the other i tems. 
The CF A in F igure 1 7  shows that items M P3 and MP4 can be removed using the factor 
loading cut-off cri teri a ofO. 7 or greater to detem1ine the s ign i ficance of a latent ariable. 
The tructural model  in F igure 1 8  and Figure 1 9  shows that there is  a significant 
negative relat ionship  between passive/reactive leadership and human capital 
de elopment opPOltunit ies with a standardized estimate of  0. 1 65 and p-vale 0 .005 . 
F igure 1 7 : The main and sub-constructs of  passive/reactive leadership 
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F igure 1 8 : Main/sub-constructs of pass ive/reactive leadership + two i tems deleted 
- 1 7 
Figure 1 9 : Relationship between passivelreact ive leader hip and ReD 
4.4 S u m m a ry of H y pot h eses Test ing 
The results of  re  earch analysis were u ed to  test the study hypotheses as  ociated with 
the three research quest ions that are concerned with the relationship between the 
transformational l eadersh ip and human capital development Opportunit ie as wel l  as 
the mediating effect of knowledge avai labi l i ty and organizational cul ture. The research 
analysis indicated that there are two leadership  styles in the context of Abu Dhabi 
as active and pa sive leadership styles. The revised transfonnational leadership measure 
is an enhanced version of the original transfonnational lcadership construct more suited 
to the context of the current study. 
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Chapter 5 :  Discussion, Implications, and Conclusion 
5.1 I n troduct ion 
Thi  chapter re[ocu e the  purpo e of  the  research, reveal ing a ynopsis  of what was 
found and leads into the impl ications of the findings and recommendat ion of future 
re earcher , a  wel l  a practi t ioner and pol icy-maker in the Abu Dhabi government.  
The result  of th is  tudy indicate that the measurement scales used in the study 
sat i factori l y  meet the standard of val idi ty and rel iabi l i ty analy es. A concl usion 
inc ludes l im i tat ion of thi research study and future research needs. 
5.2 Leaders h i p  i n  t h e  U A E  Context  
Re u l t  o f  th i  tudy suggest that a two-factor model of leadership appl ies in the UAE 
conte t ·  act ive leadership and passive-avoidant leadership. The d imen ion of  act ive 
l eadership i ncludes scale item relat ing to the transformational leadership concepts of 
idea l ized influence, inte l l ectual st imulat ion, individual consideration, and inspirational 
moti ation, in addi tion to the transactional leadership concepts of cont ingent rewards. 
The dimension of pass ive-avoidant leadership includes scale i tems relat ing to the 
Laissez-fai re l eader hip style. 
The findings of this disseliat ion indicate that leadership  might have a di fferent meaning 
in the UAE context than what is  found in tudies on leadersh ip using the M LQ model 
in the orth American or Western context. However, the findings of the cunent tudy 
are not new as s imi lar resul ts were found in previous studies in non-Western contexts. 
R yan and Tipu ( 20 1 3 ) argue that few stud ies in  the exist ing l i terature do suggest a two­
factor structure instead of  the ful l  range leadership  ( FRL)  model and the resu l ts of his  
study add weight to the argument that  a two-factor stmcture of the ful l  range leadership 
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model may be a conceptua l ly  val id and appropriate tructure for 
under tanding leader h ip  in  ome speci fic contexts. 
nother key result  from thi tudy i that compared to the nonn obtained from the 
appl icat ion of the M LQ model of leadership  in Western contexts, the leader hip styles 
i n  the UAE conte t tend to be igni ficantly lower than the nornlS on the transfonnational 
leader h ip  and s ign i ficant l y  higher than the reported nonns about la issez-faire style of 
l eadership .  This basica l ly  mean that there arc simply some shortages in leadership 
resource a a i l ab le  currently within organization in  the UAE context. 
Thi  an observat ion that cal ls  for further research to explore what internal 
organ izational factors or external oeio-cultural of inst i tut ional factors might 
be responsible for th is  s i tuation. Internal human resource management could cause 
th i  pract ices such as ineffect ive per onncl recrui tment and selection pract ices within 
organizations i nc l uding the i n fluence o f  ' Wasta ' or external factors related to poor 
education or tra in ing or l ack of effective leadership  development opportuni ties. 
5.3 Leaders h i p  E ffect on H u m a n  Capita l  Development  
The findings of  th is  study show that there is  a s ign i ficant positive relat ionsh ip between 
human capital development opportun i t ies avai lable for employees and the active 
l eadership style by their direct management, a lso there is  a significant negative 
relat ionshi p  between passive/react ive leadership  to human capital development. The 
study confirms the importance of act ive leadership  style in developing the human 
capital of fol lowers and confinns the negative effect of pa s ive leadership on human 
capital development . 
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Oeni , hri t ian, Ol iv ier and Ahmed ( 20 1 3 ) argue that passive leaders arc potentia l ly 
percei ed a not  providing the expected suppOli for helping employee sett ing priori t ie 
among job demands. TR Crook, SY Todd, JG Comb , OJ Woehr ( 20 1 1 )  argue that 
al though human capital takes t ime and money to develop or acquire potentia l ly  offset 
i t  po i t i  e benefits. The main contri bution of this study in thi regard is  that it provides 
empirical e idence through quantitative data analysis on the mechanisms through 
whieh act i c leadership might enhance the human capital de clopment opportunit ies of 
employee , which in tum wou ld lead to improving employees ' perfonnance. 
AI-Hu e in i  ( 2006) a serted that transfonnational leaders are those who are re ponsible 
for the development of  a vis ion ,  a v iew of the future that w i l l  excite and convert 
potential  fol l owers. Indeed, the findings of  this study shed some l ight on the d irect and 
indirect effects of acti e leader hip on human capital development opportunit ies of 
subord in ates. It shows that, in addi t ion to the direct effect of active leadership on HCO, 
there i s  a mediating effect of knowledge avai labi l ity and organizational culture In 
the relat ionship between act ive leadership and human capital development . 
Therefore, an e ffective knowledge avai lab i l i ty practices and bui ld in g  an organizational 
cul tu re characterized by employee t rust and suppOli for innovat ive behaviour might 
serve as mechan isms by which an active leader can contribute to enhanced human 
capital development opportuni t ies of  his or her subordinates. guyen and Mohamed 
(20 1 1 )  asserted that when knowledge management is  in focus, leaders must devote t ime 
and attent ion to knowledge act ivi t ies and issues, and they can do so through every-day 
behaviours that send a c lear mes age, something that is part icularly impOltant .  
The findings of  this study show a signi ficant po i t ive relat ionship between act ive 
leadersh ip and organ ization culture characterized by suppOIi for i nnovation as well as a 
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igni ficant po i t i  e relation h ip between organ ization culture characterized by upport 
for inno at ion and human capital development. Also, there is a ign ificant posi tive 
relat ion hip between act ive leadership  and organization culture characterized by 
employee trust and a s ign i ficant posit i ve relat ionsh ip between organ ization culture 
characterized by employee trust and human eapital development.  
guyen and Mohamed (20 1 1 )  argue that transfonnational leadership behaviours, 
in contra t, a l low top exeeuti es to shape the organizational culture and real ign i t  with 
th desired v is ion when needed. Bas , Bass ( 2003) asselied that after 60 years of 
developing theoretical models and empirical research, the field of leadership can now 
focu on how to develop both transact ional and transfonnational leadership .  MacPhee 
(2006) argue that transfonnational leaders feed aspirations, not speci fical ly  at the 
conceptual Ie el, but at the enacted level .  These l eaders also contribute to the adopt ion 
of  career management strategies, and in  doing so, they may al low the organization to 
tap in to resourees that they have at hand . 
5.4 Resea rc h  I m p l icat ions  
This  study provided strong evidence that active l eadership styles may be  an  excel lent 
predictor of the development of the organization ' s  employees. Also the impl ication is  
that  organization may benefit from developing programs to train key personnel in  
leadership posi t ions on how to  adopt a more act ive and transformational leadersh ip 
styles that lead to enhanced l eadership effectiveness in  general including improving the 
human capi ta l  development oPPOliun it ies for their subord inates. Organizations can 
benefit from i nvesting money and resources to create an act ive leader to gain a 
compet i t ive advantage in today' s  rapid ly changing business and economic environment. 
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The trueture of  Ba and A ol io 's  Full-Range Leadership Theory ( FRLT) in  the 
UAE context u cd in thi tudy show that the nonns of the Abu Dhabi leader hip tyle 
are Ie tran fonnational than the general M LQ nom1S and more in  the lais ez­
fai re/hands-off tyle than the general M LQ norms ( Bass 1 995) .  The leadership style 
propo cd in  th i  tudy and the study impl ications described may serve as a statt ing point 
for a l eader hip de clopment training programmes in Abu Dhabi organizations. The 
factor ana ly  is indicate that the l eadership  tyle of the Abu Dhabi managers perceived 
by their subord inate is e ither act ive or pa s ive/react ive. 
Organizations with successful  active leadership practice have an impact on both 
their organizational cul ture a wel l  as their knowledge avai lab i l i ty practices. Active 
leaders a lso promote a c lear vision and i nspiration to encourage the fol lowers to take 
charge and respons ib i l i ty for their personal development and al ign i ng their objectives 
with organizational  goals .  Therefore, for an organization to ach ieve the human capital 
development Opportuni t ies potent ia l  of  its workforce, it is  essential  to promote the 
adoption of  an act ive style by its leaders and managers not only at the top level but a lso 
throughout the organization. Those leaders can shape an organ izational culture of  
employee t rust and support for i nnovation which in turn leads to  better human capi tal 
development opportun i ties potential for their subordinates. 
Another important aspect associated with active l eadersh ip  is  the role of those leaders 
i n  establ ishing mechanisms for effective knowledge a ai lab i l ity and knowledge sharing 
in the organ ization. Such knowledge avai lab i l i ty system is  deemed essential for the 
human capital development Opportuni t ies of the company's workforce. The study also 
reports that lack of prior evidence a consequence of the lack of extensive examinat ions 
of  the M LQ within the non-Western contexts.  Therefore, organizations are advi ed to 
1 03 
In e t hea i l y  in leader h ip devc!opment in i tiatives aimed at developing active leader 
at ariou Ie c is  within the organ ization. 
The findings from thi  tudy may as i st organizations in the Abu Dhabi Emirate to 
better understand the leadership styles cunently implemented in these organ izations and 
to h Ip in implementing pol ic ies that embrace human development which is at the core 
of the Emirate pol icy agenda. For the Abu Dhabi Emirate organizations to be effect ive 
and compet i t ive i n  the future, leadership pract ice and train ing should advance to a level 
that l ead to more human capital  development . The finding of this study can be used 
as guidel ine in development and del ivery of  tra in ing programs for organ izations to 
improve their l eaders ' behaviours in handl ing the needs and demands of employees. 
The analys i  shows that there is  a sign ificant posi t ive re lat ionship between human 
capital development opportunit ies of employees and the active leadership style by their 
d irect management. There are a lso signi ficant posit ive relat ionships between act ive 
l eader h i p  and knowledge Avai lab i l ity, organization culture characterized by support 
for il IDovation and organization cul ture characterized by t employee rust 
respectively.  Organization can obtain sign ificant benefits from investing in the 
development of such act ive leaders. Bealer and Bhanugopan ( 20 1 3 ) asserted that 
employees in the UAE are l ess sat i sfied with their supervisors than thei r  counterpati 
are i n  the USA and they arc less effective than employees in the USA and Europe. 
This study provides a useful  background for fLirther research to develop analyt ical ly and 
causal research designed to invest igate the possib le l ink between leadersh ip style and 
various organizat ional and employee outcomes in the UAE and s imi lar contexts. Future 
researchers and scholars may wish to examine the ski l ls, characteri stics, 
or competencies that m ight define the active leadership style in the UAE context. More 
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work al 0 need to be done to examine the pa sive leadership style in UAE and Abu 
Dhabi Emirate and [actor that m ight lead to the adoption of such style of leader hip.  
Howe er, the study resu l t  wou ld help organizations to ident ify gaps and put in 
plaee organization wide strategies to enhance leadership behaviour. The relationship 
between pa ive/react ive leadersh ip and human capital development also examined 
briefly in th is  tudy the results shows that there is a significant negat ive relationship 
between passi e/reactive leadership and human capital development opportunit ie . 
Therefore, thi  study w i l l  make a contribution to academic l i terature regarding the 
l eader h ip tyle in general and in non-western context pa11 icularly. An active leadership 
tyle leads to the success of  human capital development opportuni t ies in  the 
organization through encouraging the employees' learn ing and development and to 
keep the employees motivated to achieve high levels of perfOlmance and long­
tenn commitment to the organizat ion.  
An  active l eadership style al  0 ensures that employee development programs wi l l  be 
ava i lable in the organization which in tum increases employees' sat isfaction and overa l l  
posit ive fee l ing towards the employer. I n  sum, to gain and sustain compet i t ive 
advantage i t  i essent ia l  that organizat ions should encourage an active leadership style. 
Considering the finding that active leaders tend to promote an environment in 
their organizations that encourages and motivates employees to do their best in their 
work, in doing so, organizations may need to invest in training programs to ensure that 
act ive leadership style is  implemented by i ts managers. In this ense, the findings ofthis 
study may serve as a practical guide for organ izations to encourage act ive leadership 
and help managers to understand the negat ive impact of pass ive leadership  in human 
capital development . 
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5.5 T h e  L i m i tat ions  
With  a l l  i t s  s ign i ficant contribution to  enhancing our understanding of the role of  
leadership in  human capi tal de  elopment opportuni ties of employees, the current study 
i a l  0 ubject to a number of l im itation . First, the study re pondents were of everal 
nat iona l i t ie  because the work environment in the UAE is characterized by high 
d ivers i ty with a mult icul tura l workforce. However, the national i ty of  the re pondent 
and their manager were not included in the analysi . 
The que t ionnaire used to col l ect data for this study did not measure the national i ty 
o f re pondents and the ir  managers due to our concern that it is possible that some people 
might be he i tant to answer such questions even though respondents were a sured 
that questiolmaire were complete ly  anonymous. Therefore, we were not able to 
examine the in fluence of cultu ral d i fferences between leaders and subordinates on 
subordinate responses to the leadership style of their managers. The econd l im i tation 
of  the study is  that the study ha been conducted only in government and semi­
government organization i n  Abu Dhabi whi le private organizations were not included. 
A l -Alawi,  A l -Marzooq i ( 2007) ind icated that private sector organizations are known to 
be modernized and arc characterized by flexible structures and advanced organ izational 
cu l tures when compared to governmental sector organ izations. This  might affect the 
general izab i l i ty of  our findings regarding private sector organization in  the UAE. Third, 
the sample u ed in  th is  study represented organizations with di fferent size 
of  organizations therefore, organization s ize may affect the organization cul ture. I t  is 
advised that organization size might need to be con idered in future research. Despite 
these l i mitations, this study provides contributions to scholars who studying the 
l eadership behaviours in  the UAE and Abu Dhabi context. Thi study also adds to the 
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current l i terature on con truct ive leader hip behaviour by e amining the relation hip 
between act i e and pa i e leader hip behaviours and human capital development .  
Thu , i t  addre es a gap in the current l i terature especial ly  in the context of UAE and 
the Abu Dhabi Emirate. 
5.6 T h e  Conclus ion  
Thi study i the fir t to empirica l ly  examine the re lationsh ip between active leadership 
and human capital development opportunit ies in  the UAE context. The study presented 
a theoret ical model that hypothesize that active leadership  would have a posi tive effect 
on human capital de elopment opportunit ies of subordinate both d irectly and through 
i ts effects on the shaping of the organizational culture and effective knowledge 
ava i lab i l i ty  pract ices. The study proved these re lation h ips empirica l ly  and provided 
evidence to show that acti ve leadership has strong positive effects on human capital 
development oppOliunit ies which are pali ia l ly  mediated by knowledgc avai lab i l i ty and 
organizat ional cul ture. 
Previous researchers argue that transfom1ational lcadership style is  impoltant to 
i ncrease the perfonnance of employees in organizations. This study adds an important 
contribution by providing insight into how this posit ive effect of act ive leadership is 
ach ieved by focusing on the role of active l eadership  is driving human capital 
developmcnt opportunit ies d irect l y  and through the mediated effect through i ts effect 
on knowledge avai labi l ity and organ izational culture. Developing active leadersh ip 
style has an impl ication on leadership  development practices in  the UAE as 
act ive leaders play essent ia l  roles by driving the organ ization toward i ts vis ion through 
i t  employees. 
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The finding o[  the d i  ertation i important in the conte t of the rapidly changing 
Emirate o[ Abu Dhab i .  The bu Dhabi Economic Vision 2030 set out to e tabl ish the 
current economic environment and identi [y key area for improvement in order to 
ach ieve the goal laid out in the Pol icy genda ( 2030) . The divers ification of thc Abu 
Dhabi Emirate economy and the tran i t ion to a knowledge-based economy require 
intensive in estment in  human capital development opportunit ies to meet the needs of 
organization [or a susta inable organizational performance and compet i t iveness of the 
local economy. 
I 0, i nadequate ski l l s  and competency levels of local workers are considered one of 
the key barri ers to effective large scale workforce local ization process in the private 
ector in the UAE ( Emiratizat ion) and across the Gee region ( A I-Waqfi & 
Forstenlechner, 20 1 4 ; Budhwar & Mel lahi ,  2007 ; M uysken & our,  2006) .  Workforce 
local izat ion is on top of the pub l ic pol icy agenda i n  the UAE and other Gee countries 
current ly given the pressing need to increase job opportunities for increasing numbers 
of local j ob seekers considering heavy rel i ance of these countries on foreign workers 
over the past few decades. 
The findings of  th i s  study indicate that the adopt ion of active and transfonnational 
l eader h ip styles m ight be an important enabler for organ izations to enhance their abi l i ty 
to replace foreign workers by locals and therefore improve the effect iveness of their 
workforce loca l i zation outcomes. Whi le  foreign workers can o ften be recruited with 
sufficient levels of  ski l l  and competency (given the v i ltual l y  unl imi ted supply of ski l l ed 
workers in  the open i nternat ional l abour market), it is thc local workcrs who 
requirc intensive investment in tra in ing and development to bring their competency 
l evels up to compet i t ive tandards. 
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The transf01111ation of  the UA • to a knowledge-ba cd economy wi l l  be dependent on 
the achie ement or the level of  human capital development opportunit ies needed to 
upport thi  tran fonnation for each individual organization and the whole economy. 
The bui ld ing of  uch a knowledge economy in the UAE is  a key part of the UAE future 
i ion. To ensure the implementation of the Abu Dhabi 2030 economic vision the Abu 
Dhabi govemment et up d i fferent strategies for human capital development 
opportun i t ies such as the Emiratization strategy. 
A emphasized earl ier, the a1m of this study was to not only to add to the 
e ist ing knowledge in human capital development opportuni t ies but a lso to analyse the 
i mpact of  acti e l eadersh ip style in  human capital development opportuni t ies in  the 
context of the United Arab Emirates. Thi s  study made an impOliant contribution by 
provid ing findings that m ight be of interest to researchers as these findings are d i fferent 
from resu l t  in Western contexts. The findings of this study h ighl ight the current 
leadership  style in Abu Dhabi and serve as a bias of reference for future research on 
l eader h ip  theory in the UAE and other GCC countries. 
The findings of  th is  study showed that instead of  three l eadership styles a suggested by 
the M LQ theory of l eadership, the leadersh ip styles prevalent in the UAB context tend 
to be two only; transfonnational ( act ive)  and la issez-faire. In other words, there are 
main ly  two t ype o f  leaders in this context,  those who lead act ively ( transfonnational 
of  active leaders ) and those who do not lead and basica l ly  adopt a laissez-faire approach 
to leadership .  Resul ts of this study also showed that the prevai l ing leadership tyle in 
the UAE context tends to be less transfonnational and more on the lai ssez-faire/avoidant 
style of leader h ip .  Compared with establ ished n01111S of the M LQ leadership model 
based on the large popu lation of respondents mainly drawn from a North American or 
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European context,  the re pon e obtained from part icipants In this tudy were 
ign i ficant ly  lower on tran [onnational leader h ip and significant ly  h igher on pass ive 
l eader h ip  than the exist ing M LQ nomlS. 
On the other hand, the transactional d imension pf leadership seems to be absent or 
embedded in the transfomlational tyle in the UAE context .  In other words, in this 
context,  there are either leader who lead act ively or leaders who do not lead (passive), 
with the latter group being much more prevalent in  the UAE context than the establ ished 
M LQ nonns in international contexts. This indicate that more investment in leadership 
development is  cal led for in  the UAE context .  This investment is  necessary to 
promote the adopt ion of transfonnational (active) leadership  style  among leaders at al l  
l evels given the wel l -e tabl ished benefits of this leadership style in  the l iterature 
inc luding i ts  posi t ive effects on human capital development opportunit ies a 
demonstrated by the resul ts of  this study. 
H uman capital development opportunit ies are an enabler to the success of any society 
by bui ld ing a wel l -developed workforce who foml the backbone of  any modem 
developed oeiety. A h ighly developed workforce is the key factor in economic 
development of  any society as they support a h ighly product ive economy with the value 
added generated from the high productivity translated into improved income for the 
workers and more effective economic  perfonnance for the whole nation. 
Zhu and Akhtar ( 20 1 4) indicated that it is  strik ing to note that hal f of the 
UAE organizations are e i ther unaware of knowledge management phi losophy or has an 
onl y  l im i ted appl ication of the knowledge management concept. The results of this 
study support and extend findings from leadership  research previous l i terature in non­
Western organizational contexts. Therefore, current research and practices within active 
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leader h ip  models need to con ider the mediating effect of knowledge a ai labi l i ty and 
organ ization cul ture characterizcd by upport for inno ation and employee tru t as an 
es ential  a pect in increasing fol lowers ' perfomlance. Gul  ( 20 1 2) argue that the 
employer ' should  pro ide capacity development opportuni ties for employee to gain 
new and ad anced bu inc s knowledge and appl ication for organizational development. 
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A. L tter to u n ey Partic ipant  
Dear Part ic ipant, 
Appendices 
u b :  I n vitat ion to Participation i n  Que t ionna ire Su rvey 
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I am Mona AI M an oori, a d ctorate student, current ly  conducting my po tgraduate 
tudy in Doctorate of Bu ine dmini  tration (DB ) degree programme at  the AE 
n i \ er i ty .  M y  re earch tudy entit led " The Relationship between Tran formational 
Leader hip and Human Capital Development: The Mediating Effect of Knowledge 
JUanagemellt and Organh,ational Culture". 
I appr c iate your act ive part ic ipation in th i  tudy by completing a l l  the que t ionnair 
inquine . The intent of the tudy i to produce data that i re le ant to helping 
organ ization in  de eloping the tran f01111atlOnal leader h ip tyle that leads to human 
capital de elopment which re ult to higher Ie  el of  organ izat ional performance and 
great r profitab i l i ty for any organization . The col lected data are analy ed and publ ished 
in my dl ertation .  
P lea e note that your part ic ipation in  th i s  tudy i voluntary and your re pon e does not 
nece ari ly  reflect the opinion of your organi ation. AI  0,  be ure that the confident ial ity 
of  your re pon e i qui te maintained, and neither your name nor your organi ation i 
nece ari l y  mcntioned i n  the dis  crtat ion. Therefore, no fore eeable ri k to you arc 
e pected. 
The completion of  the q ue t ionnaire may take about 20 minute of your preciou t ime. 
hould you need further information or c lari ficat ion, don ' t  he i tate to contact me via 
my emai l 20 1 1 900 1 4@ uaeu.ac .ae . 055-4449459 between 1 0- 1 3  :00 ( Sunday­
Wedne day) 
incere thank in ad ance for your po i tive response, and all the be t . 
M ona AI  Man oori 
DB candidate 
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B .  E ng J i  h Q u e  t i o n n a i re 
i )  Dem ogra p h ic I n fo rmat ion 
I nq u i r Re pon e ( Tick where IS matching) 
J� hat is YOllr cllrrent job tille? 
HoII' many years 0/ serl'ice do you have in YOllr 
cllrrent company? 
• Managerial/ upervI ory 
H 'hal i YOllr job category? • Technical/Engineenng 
• Admini tralive/Clerical 
• Sale /Marketing 
• pecial i  tJ Profe ional 
For how many year have YOIl served IInder YOllr 
cllrrent manager/:. IIpervi or? 
W hat is your gender? Male or Female 
• AED 1 0000 or Ie s .  
• AED 1 1 000- 20000 
JVhat i yOllr income level per 1Il0nth? • AED 2 1 000-30000 
• AED 3 1 000-40000 
• More than AED 40000 
• 0-5 year 
How many years a/ work experience do ),011 have? • 6- 1 0  year 
• 1 1 - 1 5  year 
• 1 6  or more year 
• High chool Diploma 
W hat is your current education level? • Bachelor Degree 
• Ma ter Degree 
• Doctorate Degree 
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i i )  Leaders h i p  S tyle 
Thl ect ion de cribe the leadership ty le of your immediate supervisor ( Leader). There 
are forty- fi e de criptive statements l i sted below. Please indicate how frequent ly  each 
tatement fit the leader hip tyle of your leader using the cale below. 
Not at  Occasional ly  
a l l  
Sometime Often Freq uent ly, i f  not a lways 
0 1 2 3 4 
The m a n ager, I a m  rating:  0 1 2 3 4 
1 Provide me with as istance in exchange for my 
D D D D D 
effort 
2 Re-e amines critical assumptions to question 
D D D D D 
whether they are appropriate 
3 Fails to interfere unti l  problems become serious 
D D D D D 
4 Focuses attention on ilTegularities, mistakes, 
D D D D D 
exceptions. and deviations from standards 
5 A oids getting involved when important issues 
D D D D D 
anse 
6 Ta lks about their most i mportant values and 
D D D D D 
be l iefs 
7 Is absent when needed D D D D D 
8 Seeks differing perspectives when solving D D D D D 
problems 
9 Tal ks opti mistical l y  about the future D D D D D 
1 0  Inst i l s  pride I n  m e  for being associated with D D D D D 
hi m/her 
1 1  Discusses in spec ific terms who is re ponsible for D D D D D 
achieving performance targets 
1 2  Waits for things to go wrong before acting D D D D D 
1 26 
1 3  Ta lk. enthu. last lca l ly  about what need to be 
accomplI.  hed 
0 0 0 0 0 
1 4  Spec I fies the Importance of hav111g a strong ense 
0 0 0 0 0 of purpose 
1 5  Spends time teach1 l1g and coach1 l1g 
0 0 0 0 0 
1 6  'v1ake c lear \ hat one can eApect to receive when 
0 0 0 0 0 
pertomlance goals are ach Ieved 
1 7  Show that he: he IS a fiml be l Iever in " I f  It Isn ' t  
broke, don ' t  fix I I . "  
0 0 0 0 0 
1 8  Goes beyond sel f-1 l1tere t for the good of the 
0 0 0 0 0 
group 
1 9  Treats me as an 1 11dividual rather than j ust as a 
0 0 0 0 0 
member of a group 
20 Demon trate that problem mu t become chronic 
0 0 0 0 0 
before act 1 11g 
2 1  Act in way that build my respect 
0 0 0 0 0 
n Concentrates hI Iher fu l l  attentIOn on dealing with 0 0 0 0 0 
mi takes, complaint , and fai lures 
23 Con Ider the moral and ethical consequences of 0 0 0 0 0 
decI Ions 
24 Keep track of a l l  m i  take 0 0 0 0 0 
25 Display a sense of power and con fidence 0 0 0 0 0 
26 Articulates a compe l l ing vi ion of the future 0 0 0 0 0 
27 Directs my attention toward fa i lure to meet 0 0 0 0 0 
standard 
28 Avoid making dec Isions 0 0 0 0 0 
29 Con iders me a having di fferent need , abil it ies, 0 0 0 0 0 
and a pirations from other 
1 27 
30 Gets me to l ook at prob lem from many different 
0 0 0 0 0 angle 
3 1  Help me to develop my strengths 
0 0 0 0 0 
32 Sugge ts new way of looking at how to complete 
0 0 0 0 0 as ignments 
3 3  Delay responding t o  urgent question 
0 0 0 0 0 
34 Emphasizes the importance of having a col lective 
0 0 0 0 0 
ense of mission 
35 Expresse satisfaction when I meet expectations 
0 0 0 0 0 
36 E pres e s  con fidence that goals  wi l l  b e  achieved 
0 0 0 0 0 
37  I s  effective in  meeting my job-related needs 
0 0 0 0 0 
38 U e s  methods of leadership that are sat isfying 
0 0 0 0 0 
39 Gets m e  t o  do more than I expected t o  do 
0 0 0 0 0 
40 Is e ffective in representing me to higher authority 0 0 0 0 0 
4 1  Works with me i n  a satisfactory way 0 0 0 0 0 
42 Heightens my desire to succeed 0 0 0 0 0 
43 Is  effective 111 meeting organizational 0 0 0 0 0 
reg uiremen ts 
44 Increa es my w i l l ingness to try harder 0 0 0 0 0 
45 Leads a group that is e ffective 0 0 0 0 0 
1 2  
i i i )  K n ow ledge M a nage ment 
Thl ection a es e your sat i faction wi th  the knowledge avai lable to  you, to  your 
department .  and to your organization at an overal l level. Please indicate the extent to 
which you di agree or agree with eaeh of the fol lowing statement by C I RCLING 
the appropriate number [rom I to 5 .  
Strongly Somew hat Neit her agree Somewhat  Strongly agree 
d i s agree disagree nor d i sagree �ee 
J 2 3 4 5 
I nq u i ry 1 2 3 4 5 
1 1 am ati fied with the avai labi l i ty of 
0 0 0 0 0 
knowledge for my tasks 
2 The avai lable knowledge Improve my 
0 0 0 0 0 
effectivene in  performing my work tasks 
3 I am atisfied with the management of 0 0 0 0 0 
knowledge that I need at my work 
4 I am ati fied with the knowledge avai lable 0 0 0 0 0 
for the tasks at my department 
5 1 am sat isfied with knowledge sharing 0 0 0 0 0 
among individuals at my department 
6 The avai lable knowledge i mproves the 0 0 0 0 0 
effectiveness of my department 
7 1 am sat isfied wi th the management of 0 0 0 0 0 
knowledge at my department 
8 1 am satisfied with knowledge sharing 0 0 0 0 0 
among various department at this 
organization 
9 I am satisfied with the knowledge avai lable 0 0 0 0 0 
for various tasks across this organization 
1 0  The avai lable knowledge improve my 0 0 0 0 0 
organization' overal l  performance 
1 1  I am atisfied with the management of 0 0 0 0 0 
knowledge at this organization 
iv )  O rga n izati onal  C u l t u re - I n novation 
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Thi eet ion mea ures the e tent to which your organization upports and encourages 
InIlO ation and creat iv i ty by its employee . Please indicate to which you agree or 
di agree with each tatement below using the fol lowing scalc :  
Strongly  Somewh a t  Nei ther  agree Somewh at Strongly agree 
d isagJ'ee di sagree nor d isagree agree 
] 2 3 4 5 
I n q u i ry 1 2 3 4 5 
1 Innovation is  part of the cultu re 111 this 0 0 0 0 0 
organizat ion 
2 This organizat ion ensures that new ideas are 0 0 0 0 0 
welcomed 
3 Employee are encouraged to find better 0 0 0 0 0 
way to do their work 
4 Employees In thi organization are 0 0 0 0 0 
encouraged to use innovat ion i n  performing 
their task 
5 Employees are encouraged to think 0 0 0 0 0 
creatively 
6 Employees are encouraged to take risk to try 0 0 0 0 0 
new ideas 
7 Employees are encouraged to champion 0 0 0 0 0 
ideas to others 
8 This organization continuously searches out 0 0 0 0 0 
new technologie , proces es techniques, 
and/or product ideas 
9 The organization is w i l l ing to secure funds 0 0 0 0 0 
needed to i mplement new ideas 
v )  E m p loyee Trust and Su pport 
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Thl ecl ion mca ures the e tent to which an atmosphere of t ru t and upport is fel t  at 
your organization. Plea e indicate to hich you agree or di agree with each statement 
below u ing the [ol lo  ing scale :  
Strongl.  Somewhat Neither agree Somew hat Strongly agree 
di agree d i  agree nor disagree agree 
1 2 3 4 5 
I nq u i ry 1 2 3 4 5 
1 Thi organization respects i ts workers D D D D D 
2 This organization treats people in a consi tent D D D D D 
and fair  manner 
3 There I S  an atmo phere of trust 1 11 thi D D D D D 
organi zation. 
4 This organization SUPPOltS having h igh ethical D D D D D 
standards 
5 This organi zation IS characterized by having D D D D D 
i ntegrity 
6 Thi organization IS characterized by being D D D D D 
hone t 
v i )  I n vestment  i n  E m ployee Development  
1 3 1  
Thl ection mea ure the e tent to which your organization is  w i l l ing to inve t in  the 
tra in ing and de lopment of  its employee . P lea e indicate to which you agree or 
d i  agr e with each tatement below using the fol lowing calc :  
Strongly Somewhat N either  agree Somewhat  Strongly agree 
d isagree d isagree nor disagree agree 
1 2 3 4 5 
I nq u i ry ( 1 ) ( 2 ) (3 ) (4) (5) 
1 My organization train employees on ski l l s  that D D D D D prepare them for future jobs and career 
development. 
2 My organization al lows employees to have the D D D D D t ime to l eam new !G i l  that prepare them for 
future jobs. 
3 My organization pro ides upport when D D D D empl oyees decide to obtain ongoing training. D 
4 My organization provides mentoring to D D D D 
employees whenever needed. 
D 
5 My organization i receptive to employees' D D D D D 
reque ts for transfer to another department .  
6 My organ izat ion is receptive to employees ' D D D D D 
requests to take t ime off work to attend training. 
7 My organization provides employee with D D D D 
i n formation on the avai labi l i ty of job openings 
D 
i n  ide the organization. 
8 My organization is fully supportive of a career- D D D D D 
management program for the employees. 
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v i i )  E m ployee E mpo\ erment 
This ection mea ure the e tent to which you feel that you are a l lowed to part ic ipate 
in the organ ization matter and in decis ion-making proces es. Plea e indicate to which 
you agree or di agree with each tatement below using the fol lowing scale :  
St rongly Somew hat N ei ther  agree Somewh at Strongly agree 
d i sagree d i sagree nor disagree agree 
1 2 3 4 5 
J 2 3 4 5 
I My organization encourages me to believe in 
0 0 0 0 0 
my e lf  
2 My organization glve me the freedom and 
0 0 0 0 0 
fie ibi l ity to experiment 
3 My organization wants me to get involved 0 0 0 0 0 
when 1 see a need and not wai t  to be told or 
given penms 10 11 
4 My organization encourage me to openly 0 0 0 0 0 
express my fee l ing and concems 
5 My organization encourages me to focus on 0 0 0 0 0 
what can be done rather than what ha always 
been done 
6 My organization develops a trusting 0 0 0 0 0 
relationship by haring information 
7 My organization encourages me to init iate 0 0 0 0 0 
improvement through analysis of every process 
and action within my control 
8 My organization consults wi th me whenever a 0 0 0 0 0 
decision i taken about my work. 
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v i i i )  Promotion and C a reer Progres 
Thi ection mea ure the extent that your organization provide promotion and career 
progre opportuni t ic  [or i ts  employee to reward them [or their capabi l i t ie , 
per[onllance and commitment.  Please indicate to which you agree or d isagree with each 
tatement below using the fol lowing scale: 
Strongly Somewhat Nei ther  agree Somew h at Strongly agree 
d i sagree d i sagree nor d i  agree agree 
1 2 3 4 5 
1 2 3 4 5 
I My organization provides a systematic 0 0 0 0 0 
program that regularly asse es employee ' 
k i l l  and interests .  
') My organization provides career counsel l ing 0 0 0 0 0 
and planning a sistance to employees. 
3 My organization i ful ly  SUpp011i ve of a career- 0 0 0 0 0 
management program for the employees . 
4 My organization ensure that I feel ready for 0 0 0 0 0 
taking up higher po it ions. 
5 My organization often provides me with 0 0 0 0 0 
opportunity of promotion 
T h a n k  you for you r  t i m e  a n d  v a l u a ble  pa rticipation 
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